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Abstract
Title:

Factors Leading to a Satisfying Career in Airport Management:
Evidence from Airport Managers in Norway

Author:

Eirik Holdø

Major Advisor:

William B. Rankin, Ph.D.

The purpose of this study was to identify factors that influence a person to choose
airport manager as a professional career and how these factors relate to the level of
satisfaction the person experiences with this career choice. By using a correlational
methodology with an explanatory design, this study examined the influence of
early aviation interests, demographics, health factors, formal education, and other
aviation experiences on Norwegian airport managers’ career choice and its
relationship to their level of career satisfaction. A sample of N = 39 airport
managers at Norwegian commercial service airports were surveyed. To assess the
relationship, a multiple regression analysis was conducted. The result showed that
by knowing a person’s early aviation interests, age, gender, family/friends’
influence, years of schooling, formal education, and airport size, one has 50% of
the information needed to perfectly predict that person’s satisfaction in the airport
manager profession. Moreover, it was found that females had a significantly higher
career satisfaction score than their male counterparts. In addition, managers at large
airports had a mean career satisfaction score that was significantly higher than the
overall grand mean of all 39 airport managers working at the four types of airports.
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Chapter 1
Introduction
Problem Statement
The purpose of this study was to identify factors that influence a person to
choose airport manager as a professional career and how these factors relate to the
level of satisfaction the person experiences with this career choice. More
specifically, I looked at how factors such as early aviation interests, demographics,
health factors, formal education, other aviation experiences and airport size related
to Norwegian airport managers’ satisfaction with career choice.
Operational Definitions
For the purpose of this study, the following operational definitions were
used:


Career satisfaction was defined as participants’ view on their current
working experience and future outlook on their career. Seventeen
Likert-scale items from Byers’ (2004) Keys Attribute and Attitude
Survey (KAAS) was used to measure this attribute.



Early aviation interests was defined as participants’ perception of how
their interest for aviation as young person influenced their career
choice. This factor was measured by three Likert-scale items on the
KAAS.



Health factors were defined as participants’ perception of how general
health and eyesight influenced their career choice (Byers, 2004). It was
1

measured by the KAAS instrument through two Likert-scale items.
These items comprised whether general health and eyesight prevented
the manager to pursue any other career than airport management.


Demographic factors were defined as participants’ age, gender, and the
perception of how family and friends influenced their career choice
(Byers, 2004). The family and friends’ influence was measured by the
KAAS instrument with five Likert-scale items. An example of such a
statement is whether a family member or close friend had an aviation
related job.



Formal education was defined as participants’ undergraduate degree,
graduate degree, and total years of education. It also included
participants’ perception of how formal education influenced their career
choice, which was measured by three Likert-scale items on the KAAS
instrument (Byers, 2004).



Other aviation experiences was defined as pilot certification and total
years in current position as airport manager. Further, it included
participants’ perception of how other aviation experiences influenced
their career choice. Two Likert-scale items on the KAAS instrument
was used to measure other aviation experiences (Byers, 2004).



In the context of this study, an airport manager was defined as an
individual employed as the general manager of a commercial service
airport in Norway.
2



A commercial service airport was defined as any airport in Norway
with scheduled flights operating to and from its airport. There are 51
airports that satisfy this definition, of which Avinor, a Norwegian stateowned company, operates 45. According to Avinor’s classification,
commercial service airports are categorized as large, national, regional,
and local (See Table A1 for a complete list). Heliports were not
included.

Background
The end of World War II was the beginning of a new era within civil
aviation in Norway. Old airports were upgraded and new airports were built
(Gynnild, Kleve, & Bones, 2005). Norway’s topography, comprised of long fjords
and tall mountains, dispersed population, and challenging climate, makes air
transport an important means of transportation in the country. In addition to a
network of large, national, and regional airports, Norway also has a characteristic
network of short take-off and landing airports (STOLports) to keep the remote
locations with low population density connected to the rest of the country. Despite
the different types of airports, they have one thing in common: they need to be
managed.
The role of airports have evolved significantly over the last decades. They
have gone from being small, single-runway airports to large, multi-modal
transportation hubs. In addition, historical events have forced the aviation
community to put more emphasis on areas such as safety and security. All this,
3

among other factors, place high requirements on today’s airport managers’
leadership skills.
Gwyn (2011) divides an airport manager’s necessary leadership skills into
two categories: hard skills and soft skills. By hard skills, he refers to skills that can
be learned through formal education, such as airport operations, environmental
management, and financial accounting. By soft skills, he refers to skills that
develops through experience, such as strategic thinking, public relations, consensus
building, people skills, and vision. Several of these skills can also be found listed
under desired qualifications in the following job advertisement for Tromsø Airport
(Avinor, personal communication, September 27, 2013):


Relevant college/university degree within commerce, management, or
transportation.



An advantage with experience from aviation; alternatively, experience
from management, development, and operation of service industry.



Customer and market-oriented.



Adaptability, engagement, and achievement.



Interpersonal skills with active influence and inspiration in relation to
stakeholders, such as employees, customers and partners, businesses,
and politicians.



Innovative and creative.
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Feel comfortable with challenges, managing multiple initiatives and
projects.



Experience and ability to develop a functioning team at the airport.



Enterprising and capable of inspiring, developing, and monitoring staff.

The following personal qualities are also desired:


Friendly in a proactive and enthusiastic manner.



Communicate well and have networking skills.



Performance and results-oriented, and able to achieve results through
others.



Able to develop relationships and to engage actively in the sale of the
airport’s product/concept.



Feel comfortable with challenges and have the flexibility to work in a
hectic working environment in which quick decisions need to be taken.



Believe in oneself, being involved, and sympathetic.

The description above leads to the following question: “What makes people
choose this career path and what factors lead to the most satisfied airport
managers?” There is, however, very little literature on airport managers’ career
development and level of career satisfaction.
Several past studies have explored factors that influence a person’s career
choice. Wong and Liu (2010) found the factors “perceived parental supports of the
H&T industry,” “perceived parental career concerns about welfare and prestige,”
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and “perceived parental barriers to career choice” to be predictors for hospitality
and tourism (H&T) students’ career choice intention among H&T students in
China. Conversely, Ng, Fiksenbaum, and Burke (2008) found in their study that
family and non-family relations could not be used as predictors for career
decisions. The same results were found by Rousseau and Venter (2009) in their
study of environmental, individual, and situational factors and how they relate to a
person’s initial career choice. Rousseau and Venter’s results reflected that family
and friends, interests, cultural influence, and education and training were not
related to employee’s initial career choice, whereas cognitive competencies and
work values were found to play an important role in a person’s initial career
decision.
Anderson (2001) identified factors that influenced professional pilots’
career choice. Of the 70 possible influencing factors identified in the study,
Anderson found that 29 of these were practically significant. These included
parental support, exposure to science/technology at a young age, interest in
aviation, desire for challenging career, early exposure to aviation, perceived as a
fun profession, exposure to aviation mystique, knowledge of professional pilot
career options, and love of flying among others.
Byers (2004) went in a similar direction and identified career development
attributes of airport managers in the United States and explored how these were
related to their level of satisfaction with their career choice. He found that early
aviation interests, health factors, undergraduate degree, attitudes toward formal
6

education, and pilot certificate had direct effects on career satisfaction in airport
management.
The existing literature tends to focus on career development attributes
related to specific career paths (Rousseau & Venter, 2009), which also is the case
for studies related to career satisfaction. Byers’ (2004) study is to my knowledge,
however, the only research that examined the career development attributes of
airport managers and how they relate to managers’ degree of career satisfaction.
Nevertheless, Byers’ study was conducted in the United States and hence the
results can be generalized only to airport managers in the United States. Therefore,
the current study sought to add to the literature by examining the factors that
influence a person in choosing airport manager as a professional career in Norway,
and how it relates to the level of satisfaction the person experiences with this career
choice. As distinct from Byers (2004), the current study also examined how airport
size influenced airport managers’ career satisfaction score.
Research Questions and Hypotheses
Research questions. This replication study of Byers (2004) was guided by
five of his research questions. In addition, a sixth question about the relationship
between airport size and career satisfaction was added.
1. What is the relationship between early aviation interests and airport
managers’ career satisfaction?
2. What is the relationship between demographic factors and airport
managers’ career satisfaction?
7

3. What is the relationship between health factors and airport managers’
career satisfaction?
4. What is the relationship between formal education and airport
managers’ career satisfaction?
5. What is the relationship between other aviation experiences and airport
managers’ career satisfaction?
6. What is the relationship between airport size and airport managers’
career satisfaction?
Research hypotheses. Based on the research questions above, the
following research hypotheses were posited:
1. There will be a direct, positive relationship between early aviation
interests and career satisfaction.
2. There will be a direct, positive relationship between demographic
factors and career satisfaction. More specifically, age will be directly
related to career satisfaction, males will have higher career satisfaction
than females, and family and friends’ influence will have a direct
relationship with career satisfaction.
3. There will be a direct, positive relationship between health factors and
career satisfaction.
4. There will be a direct, positive relationship between formal education
and career satisfaction.
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5. There will be a direct, positive relationship between other aviation
experiences and career satisfaction.
6. There will be a direct relationship between airport size and career
satisfaction: The larger the airport the higher career satisfaction score.
Potential Significance and Generalizability of the Study
Potential significance of the study. The results of this study will be of
particular interest to the management and human resources departments at
Norwegian airports. By creating a modified version of the questionnaire used for
this study they can collect the data necessary to estimate a future applicant’s
satisfaction of being in an airport manager position. Further, it might also be useful
for career counselors who can identify potential airport managers at an early stage
in their career development and thus provide career guidance accordingly.
Moreover, the study will be of interest to the airport managers themselves
because they will get to know what attributes and attitudes they share among
colleagues at other airports in Norway. Also, because no similar study has been
conducted among airport managers in Norway before, this study will be relevant to
people who have a general interest in airport management.
Generalizability of the study. The findings of this study can be
generalized to the population of airport managers at Norwegian commercial service
airports. It may also be generalized to managers in other management positions at
commercial service airports in Norway. The generalizability of this study into other
business sectors is, however, limited because of the specific research topic of this
9

study. The study may, however, be relevant for managers of, for example, airlines
or other aviation-related companies. There is also a possibility that the findings of
the study could be generalized to other Scandinavian countries because of the
language and culture similarities.
Limitations and Delimitations
As is the case in most research, this study has limitations and delimitations.
Limitations are those external factors that I cannot control but still might affect the
results. Delimitations are those requirements the researcher sets to make the scope
of the study manageable.
Limitations. The following limitations were noted, but not limited to, in the
study:
1. Because the questionnaire was administered through an online survey
tool at a location the airport managers decided themselves, I could
never be 100% sure that the participants completed the questionnaire on
their own. I had to rely on the honesty of the responses from the
participants.
2. The questionnaire was a self-reported instrument and may therefore
have been exposed to the concept of social desirability, which is “the
tendency to choose socially desirable responses on a self-report
inventory” (Anastasi & Urbina, 1997, p. 375). This could, for example,
lead the participant to respond to the questions in a way to protect one’s
self-image.
10

3. Because the study relied on voluntary participation, not all of the 51
airport managers responded to the online questionnaire.
4. Some of the questions might have felt awkward to some of the
participants and thus led to nonresponse on certain elements. This
resulted in some missing data.
5. Due to the nature of a voluntary study, I might only have received
responses from those participants who have a strong opinion about the
topic. This may have led to a biased result.
Delimitations. The following delimitations were made in the study:
1. The population was delimited to airport managers employed by
Norwegian commercial service airports.
2. Data for the study was collected over a 7-week period from December
3, 2013 to January 22, 2014.
3. The data collection instrument was a modified version of Byers’ (2004)
KAAS.

11

Chapter 2
Literature Review
Introduction
This chapter is divided into three parts. Part one will look at what skills and
knowledge an airport manager requires. Part two will examine a selection of past
studies on factors that might influence a person’s career choice. Part three will look
at career satisfaction and how it is influenced by other factors.
Airport Management
Airport management is a very specific career path. Firstly, one must have
general leader and management skills, such as the ability to make decisions,
coordinate details, direct the work of others, and to work smoothly with many kinds
of people (Wells & Young, 2011). In addition, it is desirable that the manager
possesses a wide range of expertise within aviation. According to Gesell (1999),
the most common educational field leading to airport management are degrees
within management, such as business administration, public administration, or
aviation management. However, the educational requirements for airport managers
will vary from country to country, depending on the type of management
specializations that are available from the educational institutions in each specific
country. In a large country, such as the United States, where dozens of universities
offer degrees within aviation management, it will be a natural requirement for a
newly hired airport manager. This would, however, differ in a small country like
Norway, where there currently is only one university offering a degree in aviation
12

management (University of Nordland, 2013). Here, a relevant college/university
degree within commerce, management or transportation may be adequate (Avinor,
personal communication, September 27, 2013).
Prather (1999) explored the importance of practical experience, important
areas of study and important aviation academic courses for airport managers. He
sent out a written mail survey to a random sample of 200 airport managers in the
United States. The sample was chosen from American Association of Airport
Executive’s (AAAE) 1996-97 membership directory. A total of 132 usable surveys
were returned. The majority of the participants were greater than 50 years old
(39%), whereas only 4% were younger than 30. The rest of the participants fell
within the groups of 30-40 (23%) and 40-50 (34%). Eighty-eight percent of the
respondents were males, while only 12% were females. In the first section of the
survey, Prather listed 15 adjectives and asked the participants to place a check in
the box next to the adjectives that they believed accurately described their airport
management career. The three most frequent listed adjectives were Interesting
(91%), Challenging (90%), and Political (70%). Prather also asked the airport
managers which fields of study they found most important for airport managers.
The top five fields, rated either important or extremely important, were found to be
management (100%), aviation management (89%), public administration (86%),
marketing (85%), and finance (84%). Further, Prather investigated which academic
aviation courses the participants found most important. The six highest ranked
courses, combining important and extremely important categories, were airport
13

administration (95%), airport finance (91%), aviation policy and planning (87%),
aviation safety (87%), aviation marketing (86%), and aviation law and regulation
(84%). In his conclusions, Prather highlighted that airport management is a
political, stressful, and not very easy field. One should also be aware that it is not
only degrees within aviation management that lead to a career within airport
management; fields of study such as management, marketing, finance, public
administration, and speech communications were also rated highly as preferred
fields.
A similar study was conducted by Quilty (2005), who sought to identify
important skills and knowledge required for people employed in airport
management and operation positions. He was dissatisfied with the documentation
of what kind of skills and knowledge that is required to get into aviation
management, in particular airport management and operations, and wanted to
contribute to the body of knowledge in this area. Further, he mentioned that over
the years the requirements for airport managers have become more diverse,
technical, and challenging. Therefore, his aim was to identify specific course
content that should be taught in various courses in aviation management. His study
employed a survey research method with a cross-sectional design. From a
convenient sample of 356 individuals from AAAE’s 2003 membership directory,
116 responses were deemed usable for evaluation. The instrument used was an
online questionnaire with 92 Likert-scale items. It was developed by identifying
knowledgeable variables from Title 14 - Code of Federal Regulations (CFR) - Part
14

139 Certification of Airports, job descriptions, Council on Aviation Accreditation
(CAA) Accreditation Standards Manual, curricular material from various university
aviation programs, among others. The participants were asked to rank each variable
based on how important the topic was to an airfield operations person. The study
employed a mean and standard deviation analysis to determine the total ranking of
the 92 variables. The variables were divided into subgroups and a repeated
measures analysis of variance was conducted to see if any significant difference
existed among the group means. Further, a Tukey analysis was performed to see
where these differences occurred.
The major finding of Quilty’s (2005) study was the identification of seven
major groups of knowledge comprising of 92 knowledge variables found to be
important by individuals employed within airfield operations or having duties
related to inspection or safety of the airfield. The groups were created so they could
be related to a particular course offered at a university or college. Quilty concluded
that a specialized study area in airport management with the following courses is
needed: airport operations that cover 14 CFR Part 139 in detail, emergency
planning, airport security, general aviation operations, environment and noise, and
airport design and construction. A weakness of Quilty’s study is, however, that the
airport employees were asked to rank factors that did not apply to their airport. For
example, employees at an airport that does not experience snow were asked to rank
the importance of snow removal operations and aircraft deicing. In the study, snow
removal operations received a rank of 24, while aircraft deicing was ranked as 66
15

of the 92 variables. One would, however, assume that ranking of the factors would
be very different in a country where all the airports experience snow and ice
conditions during winter, such as Norway.
Factors Influencing Career Choice
In the literature, most studies focus on career choice related to a specific
profession (Rousseau & Venter, 2009). Studies on career development conducted
within the aviation industry, however, are somewhat limited. Furthermore, career
development studies in the special field of airport management, are almost absent.
The following section will, therefore, comprise of past studies within other
industries as well as general studies.
Family and friends influence. Parental influences were shown to be a
predictor of students’ career choice intention among hospitality and tourism
management (H&T) students in China (Wong & Liu, 2010). Of the study’s three
objectives, only one is relevant to the current study: “To identify the major
perceived parental influential factors that would affect student’s H&T career choice
intention” (p. 83). The target population was all undergraduate students in
hospitality and management in China. A quota sampling method was used, and it
was decided to conduct the research at universities in five major cities in China. In
these five cities, 10 universities were randomly selected. A questionnaire consisting
of three parts was developed for the study. Part one included 22 items that
measured perceived parental influence, part two included one item measuring if the
participant wanted to work in the H&T industry after graduation, and part three
16

collected demographic factors. A pilot study with 222 valid samples was conducted
to validate the instrument. Seven hundred questionnaires were distributed among
junior and senior students because it was believed that they would have seriously
considered their career choice or started looking for jobs. A total of 566 valid
questionnaires were returned, representing a response rate of 81%. Of these, 61.3%
were females and 38.7% were males. A factor analysis identified the following six
fundamental areas among the 22 items: “perceived parental supports of the H&T
career,” “perceived parental involvement in career preparation,” “perceived
parental encouragement to self-direction in career choice,” “perceived parental
barriers to career choice,” “perceived parental career concerns about welfare and
prestige,” and “perceived transmission of parental views and values regarding
career.” It was found that these factors accounted for 56.73% of the total explained
variance. Wong and Liu (2010) also conducted a multiple regression analysis to
come up with an equation that could be used to predict students’ career choice
intention. Of the six factors identified, only three of them showed a substantial
correlation between the dependent and independent variables: perceived parental
supports to the H&T career (β = .660, p < .05), perceived parental barriers to career
choice (β = -0.131, p < .05), and perceived parental career concerns about welfare
and prestige (β = .166, p < .05). The regression equation developed showed that
21.7% (R2 = .217) of the variance in students career choice intention could be
explained by the independent variables.
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Even though Wong and Liu (2010) found a relationship between parental
influence and career choice, such a relationship was not found by Ng, Fiksenbaum,
and Burke (2008). The purpose of Ng et al.’s study was to “explore the role of
values, family, and non-family influences on career choice in management among a
sample of US MBA students” (p. 346). Data were collected from 109 MBA
(Master of Business Administration) students enrolled in their first semester at two
large universities in the United States. A self-administered questionnaire was
developed for the study. The participants were given the questionnaires in class but
were not given any extra credit for the participation. Their email adresses were
collected on a separate sheet for a follow-up study at a later time. The sample had a
gender ratio of 51.4% males versus 48.6% females. Also, the sample was
represented by different nationalities with parents from a wide range of
occupations. Of the two research questions investigated in the study, only the first
one is relevant to the current study: “What factors influence aspects of the career
choice process and career goals among US MBA students?” (p. 350). The results
reflected that family and non-family relationships cannot be used as a predictor for
career decisions.
Because too many studies are focusing on career choice related to specific
professions, Rousseau and Venter (2009) looked at career choice from a more
general point of view. They investigated the importance of individual variables
(interests, talents, and personality), environmental variables (occupational
opportunities in national/international industries/companies, job skills and
18

knowledge demands, work values, and economic growth potential), and situational
variables (primary/secondary/tertiary education, family influences, socio-cultural,
influences) on career choice in general and employees’ initial career choice.
Rousseau and Venter distinguished between career choice in general and
employees’ initial career choice because one might change one’s perceptions and
attitudes about something after experiencing it. The instrument used was a
questionnaire with 34 items measuring the importance of the different factors. This
was done by having respondents indicate on a 5-point Likert-type rating scale the
importance of each item. The data were collected through fieldwork by graduate
students at Nelson Mandela Metropolitan University, resulting in a convenient
sample of 272 local employees. A t-test of the factors related to initial career choice
showed that cognitive competencies (M = 4.00, SD = .65, t = 15.39, p < .0005), and
work values (M = 3.87, SD = 0.67, t = 11.51, p < .0005), were important factors,
while family and friends, interests, cultural influences, and education and training
were found not to be important. When it came to factors influencing a person’s
perception regarding career choice in general, Rousseau and Venter found that
cognitive competencies (M = 3.99, SD = 0.62, t = 15.90, p < .0005), work values
(M = 3.88, SD = 0.69, t = 11.50, p < .0005), and education and training (M = 3.58,
SD = 0.74, t = 4.05, p < .0005), were important factors, while family and friends,
interests, and cultural influences were found not to be important.
Interests influence. A person’s interests have also been shown to have an
influence on career choice. Using a convenient sample, Dubé and Lordly (2012)
19

asked 397 students enrolled in Canadian dietetics program about which factors that
influenced their choice. Ninety-one percent of the students said that their interest in
nutrition was an important factor for their career choice decision, while 90%
indicated that their interest in health was an important factor.
Factors Influencing Career Choice in Aviation
Even though there is a lack of studies investigating the factors influencing
an airport manager’s career choice, there are previous studies looking at the career
path of other professions within the aviation industry.
Professional pilots. Anderson (2001) was interested in exploring the
factors that influence men’s and women’s career choice to become professional
pilots. The target population was all commercial and airline transport pilots in the
United States, whereas the accessible population was all commercial and airline
transport pilots in the FAA’s database. From here a stratified random sample of 600
pilots were drawn: 300 males and 300 females. A questionnaire was developed by
identifying career choice influence factors from the literature, brainstorming
sessions among university aviation majors and by asking aviation experts. This led
to the identification of 70 factors. The questionnaire was then distributed to the
respondents via traditional mail. After three mailings were completed, a response
rate of 67% was achieved. The mean was then calculated for each of the factors and
the factors having a scoring above +.5 or below -.5 were defined as practically
significant. Anderson found that 29 factors had a practically significant influence
on the pilots’ career choice. These included parental support, exposure to
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science/technology at young age, interest in aviation, desire for challenging career,
early exposure to aviation, perceived as a fun profession, exposure to aviation
mystique, knowledge of professional pilot career options, love of flying, among
others.
Airport managers. In the scarcity of studies on the development of the
career path of airport managers, Byers (2004) researched what factors guide airport
managers to satisfying positions. The purpose of his study was to “identify specific
career development attributes of contemporary senior-level airport executives and
to evaluate the relationship of these attributes to the level of satisfaction airport
executives have in their career choice” (p. 6). He indicated that his study was
important because it provided vital knowledge to the airport management
community for preparing future airport managers. For the purpose of his study, an
airport manager was defined as “an individual currently employed as a Director,
Manager, Assistant Director, Director of Operations, or similar senior-level
management position at a commercial service or large general aviation airport”
(p. 8). Byers further delimited his study to members of the American Association of
Airport Executives (AAAE).
From his researcher-developed hypothesized causal model, Byers derived
the following research questions:
1. What effect do early aviation interests have on airport executives’
career satisfaction?
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2. What effect do health factors have on airport executives’ career
satisfaction?
3. What effect do psychological factors have on airport executives’ career
satisfaction?
4. What effect do demographic factors have on airport executives’ career
satisfaction?
5. What effect do formal education have on airport executives’ career
satisfaction?
6. What effect do other aviation experiences have on airport executives’
career satisfaction?
The corresponding research hypotheses were as follows:
1. Early aviation interests have a direct effect on airport executives’ career
satisfaction.
2. Health factors have a direct effect on airport executives’ career
satisfaction.
3. Psychological factors have a direct effect on airport executives’ career
satisfaction.
4. Demographic factors have a direct effect on airport executives’ career
satisfaction.
5. Formal education have a direct effect on airport executives’ career
satisfaction and is a mediating variable for early aviation interests,
psychological factors, and demographic factors.
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6. Other aviation experiences have a direct effect on airport executives’
career satisfaction and is a mediating variable for early aviation
interests, psychological factors, demographic factors, and formal
education.
The target population was all airport managers in the United States, while
the accessible population was individuals listed in AAAE’s membership directory.
From here, a convenient sample was drawn, consisting of the 2,566 current
executives members of the organization. It resulted in 708 returned usable surveys.
This represented 28% of the accessible population. The sample consisted of 83%
males and 17% females with an average age of 46 (M = 45.8, SD = 10.3), 17 years
of formal education (M = 16.8, SD = 2.4), and 13 years of airport management
experience (M = 13.0, SD = 8.4).
Byers (2004) employed a single questionnaire consisting of two different
instruments: His researcher-developed Key Attributes and Attitudes Survey
(KAAS) and the Kolb Learning Style Inventory. The KAAS consisted of four parts:
Part one measured participants’ early interest in aviation. They were asked to rank
6 activities from a list of 10 activities from most to least important based on how
the participant believed that the activity had influenced the interest in aviation
during the childhood. Part two contained 15 Likert-scale items that measured how
participants believed that early aviation interests, family and friends, health factors,
formal education, and prior experience’s influenced career development, in
addition to 17 Likert-scale items measuring participant’s career satisfaction. Part
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three asked the participants to rank five activities based on their overall influence
on their career development. Part four collected demographic information such as
age, gender, formal education, years of working experience, etc. Byers had the
KAAS checked for its validity by a psychometrician in addition to two rounds of
pilot testing. The instrument’s reliability was confirmed by including Part three as a
reliability check for Parts one and two, in addition to calculating Cronbach’s alpha
(.88). The questionnaire’s other instrument, Kolb Learning Styles Inventory, was
used to gather data on the participants’ learning preferences. This instrument
currently has an established and acceptable level of validity and reliability.
The research methodology used in Byer’s (2004) study was correlational.
Byers claimed that this methodology was appropriate because his interest was to
“assess the relationships among pre-existing variables without attempting to
manipulate them” (p. 66). In addition to determine the correlation between the
variables, he used a path analysis technique to see which exogenous variable had a
causal influence on an endogenous variable. Further, he did not only look at direct
relationships, but also indirect relationships. A total of 14 independent variables
was organized into six sets and analyzed with respect to one dependent variable
(see Figure 2.1). Byers further addressed 10 potential threats to internal validity,
where 2 of them, instrumentation and attitude of subjects, where found applicable.
Although he was able to control for instrumentation threat, the attitude of subjects
would be consider a limitation to the study if it occurred.
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Figure 2.1. Byers’ (2004) revised hypothesized model illustrating all significant complete paths
to the dependent measure. Standardized regression coefficients shown. Adapted from “The
making of the modern airport executive: Causal connections among key attributes in career
development, comprise, and satisfaction in airport management” by D. A. Byers, 2004, p. 125.

A multiple regression analysis and a path analysis were used to analyze the
data. The overall regression analysis of all the six sets of independent variables
effect on the dependent measure showed that 16% (R2 = .161) of the variability in
airport managers’ career satisfaction could be explained by the independent
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variables, F(29, 543) = 3.60, p < .0001. Further, the path analysis indicated that
early aviation interest (t = 2.579, p = .006), health factors (t = -5.612, p < .0001),
formal education, and other aviation experiences had a significant direct effect on
career satisfaction. Moreover, Byers (2004) found that early aviation interests, age,
and participant’s perception of family and friends’ influence had an indirect
significant effect on career satisfaction through formal education. Based on this
analysis, Byers came up with a causal model that showed which variables that had
a significant effect on career satisfaction in airport management (see Figure 2.1).
His results indicated that the airport managers were somewhat satisfied with their
career choice (M = 3.77, SD = 1.14).
Byers noted 14 limitations of his study. He mentioned that because it was a
voluntary study, some participants decided to not answer all the questions while
others decided to not answer at all. Further, he reported that the sample did not
represent a random selection, but rather a convenient sample. In addition, Byers
mentioned that the data were collected during a 90-day period among AAAEs mail
and email network. Also, the responses were manually tabulated.
Byers’ (2004) study provides valuable information on the development of
the career path of airport managers in United States and how it relates to their level
of career satisfaction. However, airport managers who had been in their position for
less than 5 years were excluded from the inferential analysis because Byers
assumed that it took 5 years for an airport manager to formulate an opinion about
the career choice. Reducing this requirement to, for example, a minimum of 1 year
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could have led to a different result of the study. Furthermore, the study only
surveyed airport managers in the United States. Even though aviation is an
international phenomenon, there might exist differences in the career path
development among airport managers in other countries. Lastly, Byers’ study did
not evaluate the relationship between airport sizes and career satisfaction score,
which could have provided interesting results.
Career Satisfaction
Age. Various studies in the past have looked at how age might influence the
level of career satisfaction experienced by people in organizations. In a study of
4,501 U.S. woman physicians, the researchers found that older physicians had a
greater career satisfaction than younger physicians (Leigh, Kravitz, Schembri,
Samuels, & Mobley, 2002). Another study investigated correlates of career
satisfaction in Canada. The sample consisted of more than 13,000 employees from
43 organizations in Canada. The results indicated a curvilinear relationship between
age and career satisfaction (Yap, Holmes, Charity-Ann, & Cukier, 2014).
Conversely, results obtained from a sample of 1,388 executives in the
United States suggested that age was negatively correlated to career satisfaction
(Judge, Cable, Boudreau, & Bretz, 1995). This imply that the older one get, the
lower career satisfaction one experience. Moreover, other studies have found no
relationship between age and career satisfaction. Baek-Kyoo & Park (2010)
investigated various factors influencing career satisfaction. Surveying 241
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employees from four Fortune 500 companies in Korea, they found that age could
not be used to explain the variance in career satisfaction among the employees.
Organization size. A review of past research revealed several studies
looking at the relationship between job satisfaction and organization size. However,
literature on the relationship between career satisfaction and organization size is
somewhat limited. Judge et al. (1995), though, found in their study of 1,388
executives in the United States that the number of employees in an organization
positively predicted career satisfaction. As organization size increased, career
satisfaction increased.
Gender. In a study of approximately 26,100 faculty and instructional staff
in STEM disciplines in the United States, Martin (2011) found that gender did not
have a significant effect on career satisfaction. The finding in his study is consistent
with what Payakachat, Ounpraseuth, Ragland, and Murawski (2011) found when
examining 363 pharmacy preceptors in the South Central region of the United
States. No significant relationship between gender and career satisfaction was
found.
Summary
The specialized field of airport management is seeing a trend where more
top competence within aviation management is desired by the airports. In addition
to general management skills, it is preferred that the candidate also possess skills
and knowledge in the areas of airport operations, emergency planning, airport
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security, general aviation operations, environment and noise, and airport design and
construction.
Several studies have looked at factors that influence the career choice for
specific professions. There are, however, to my knowledge only one study that has
focused on the factors influencing the career choice of airport managers. As this
study was conducted in the United States, it cannot automatically be generalized to
other countries.
The current study sought to identify those factors leading to a satisfying
career among airport managers in Norway. As distinct from Byers (2004), the
current study also looked at how the airport size influenced the airport managers’
career satisfaction score. The results of this research will add to the current body of
knowledge and might help the human resources managers at Norwegian airports to
select those future airport managers who are most likely to be satisfied with a
career as an airport manager.

29

Chapter 3
Methodology
Population and Sample
The first intended target population of this study was airport managers at
Norwegian commercial service airports and large general aviation airports. During
the data collection, however, it came to my attention that the majority of the large
general aviation airports in Norway are operated and maintained by volunteers
from the local aero or sky diving club and thus do not have an airport manager
employed on a full-time basis. Therefore, the target population ended up being the
airport managers at Norway’s 51 commercial service airports. Værøy Heliport was
not included in the population. Because of this relatively small target population I
was aiming for a census. The majority of the population (82%) was males between
40 and 60 years old.
Table 3.1 displays an overview of the genders and airport sizes represented
in the sample compared to the actual genders and airport sizes in the population. It
shows that the proportion of males and females in the sample are approximately the
same as in the population. Further, the different airport sizes in the population are
represented by similar proportions in the sample.
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Table 3.1
Sample versus Population
Sample
Gender
Male
Female
Total

Population

n

Percent

n

Percent

36
3
39

92.3%
7.7%
100.0%

48
3
51

94.1%
5.9%
100.0%

4
6
9
32
51

7.8%
11.8%
17.6%
62.7%
99.9%

Airport Size
Large
4
10.3%
National
4
10.3%
Regional
6
15.4%
Local
25
64.1%
Total
39
100.1%
Note. Some rows do not equal 100% because of rounding.

Among the 51 airport managers in the population, I was able to obtain a
sample size of 39. A post-hoc power analysis was conducted by the software
G*Power (Erdfelder, Faul, Buchner, & Lang, 2009) to determine the power of the
sample. With effect size = .66, α = .05, sample size = 39, and predictors = 7, the
analysis indicated power = .95 (see Figure B1).
Instrumentation
The study employed a researcher-modified version of Byers’ (2004) Key
Attributes and Attitudes Survey (KAAS). Byers used the KAAS to “identify
specific career development attributes of contemporary senior-level airport
managers and to evaluate the relationship of these attributes to the level of
satisfaction airport executives have in their career choice” (p. 6). The KAAS was
appropriate because the current study aimed to replicate Byers’ (2004) study, but in
another setting. However, because the KAAS originally was developed for a
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American context, I made some minor modifications to make it applicable for the
Norwegian context. This included translating the KAAS into Norwegian to let the
participants respond to items in their native language. In addition, I removed some
of the items in the KAAS to shorten the questionnaire. An overview of the
variables measured in the KAAS is provided in Figure B2. The KAAS was divided
into three parts: (A) Early Interests in Aviation, (B) Attributes & Attitudes Survey,
and (C) General Information. The questionnaire is presented in Appendix C. A
description of each part of the questionnaire follows.
KAAS part A – early interests in aviation. This part included a list of 12
factors where 6 of them were to be ranked on a scale from 1 to 6 by the
participants. Ten of the 12 factors listed were picked from Byers’ (2004) KAAS,
while the two last ones were the two most frequent factors cited under “other” from
Byers’ results. This ranking list was only used for the descriptive statistics part of
the study.
KAAS part B – attributes and attitudes survey. Part B of the
questionnaire consisted of 32 Likert-scale items where the participants were to
consider each item and score it from 1 to 5, where 1 was Strongly Disagree, 2 was
Disagree, 3 was Neutral, 4 was Agree, and 5 was Strongly Agree. This part was
identical to Byers (2004) original KAAS. The different items measured the
following:


Statements 1–3 measured participants’ perception of early aviation
interests’ influence on career development.
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Statements 4–8 measured participants’ perception of family and
friends’ influence on career development.



Statements 9–10 measured participants’ perception of general health
and eyesight’s influence on career development.



Statements 11–13 measured participants’ perception of formal
education’s influence on career development.



Statements 14–15 measured participants’ perception of prior aviationrelated experience’s influence on career development.



Statements 16–32 measured participants’ career satisfaction, which was
the dependent variable in the study.

KAAS part C – general information. Part C measured participants’
personological characteristics, such as gender, age, formal education, highest pilot
certificate held, airport management experience, and when participants decided to
pursue a career in airport management. A few of these items were slightly modified
from the original KAAS to fit better into the Norwegian context.
Validity and reliability. To make sure an instrument measures what it is
supposed to measure, one must pay attention to its validity (Ary, Jacobs, &
Sorensen, 2010). In the process of developing the KAAS, Byers (2004) checked its
validity by having the items reviewed by his advisor, School of Aeronautics
faculty, and a trained psychometrician. It was also pilot-tested two times before the
final version was administered.
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An instrument must also be evaluated for its reliability. By rephrasing some
of the questions and placing them in other sections one can measure the internal
consistency of the instrument. The more consistent the responses, the higher is the
instrument’s reliability (Ary et al., 2010). In the original KAAS, Byers (2004)
included an extra part with the only intent to test for its reliability; a Cronbach’s
alpha of .88 was achieved. This implies good reliability (Byers, 2004). Because the
instrument already has been assessed as reliable, the reliability check part was
removed from the modified KAAS to shorten the questionnaire. The coefficient of
internal consistency for the researcher modified KAAS used in this study showed a
Cronbach’s alpha of .84, indicating good internal consistency.
Procedures
Research methodology. This study aimed to replicate Byers’ (2004) study
by using a researcher-modified version of Byers’ KAAS to examine the career
development and career satisfaction of airport managers in Norway instead of the
United States. As such, the study used the same research methodology, which was
correlational. This was appropriate because I analyzed one group on multiple
measures. I applied an explanatory design to the study because my intention was to
explain the relationship between the variables that might influence a person’s
decision to pursue a career toward airport management and airport manager’s
satisfaction with their career choice.
Procedures. Because the study involved surveying procedures of the
participants, I was required to comply with federal regulations regarding research
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with human subjects (Protection of human subjects, 2005). Therefore, I submitted
an IRB-application to the Florida Institute of Technology Institutional Review
Board to ensure that the ethical procedures were followed (Appendix D). The IRB
application was approved on October 28, 2013. Subsequent to the IRB approval the
questionnaire was slightly modified as a result of feedback. This is reflected in the
research questionnaire in Appendix C.
After the IRB application was approved, I translated the KAAS into
Norwegian. By doing this, the participants were able to respond to the KAAS in
their native language. This is important because it minimizes any
misunderstandings that can occur by answering a questionnaire in a second
language. When the translation was completed, I had three native Norwegian
speakers to review the questionnaire and make sure that the translation was done
properly and none of the elements could be misunderstood.
After the researcher-modified KAAS was verified by some native
Norwegian speakers, I started the distribution of the questionnaire. According to
Ary et al. (2010), electronic questionnaires addressed to each respondent
individually have a higher response rate. Therefore, I attempted to call every
participant before I sent the email. I was able to speak to 40 of the 51 airport
managers in the population. The majority of the email addresses were found on the
respective airport’s website, though some were collected over the phone. I was able
to get the email addresses to 50 of the 51 airport managers in the population. An
email with an introduction of the study and a link to the online questionnaire at
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QuestionPro.com was sent to each participant (Appendix E). The first page of the
online questionnaire contained an electronic consent form notifying participants
that it was a voluntary study that they could exit any time (Appendix F).
The data were collected over a 7-week period starting in December, 2013.
Thirty-four responses were collected during the first email distribution. A first
reminder was sent out a minimum of 9 days after the first email was distributed to
those who did not answer the questionnaire the first time. This resulted in an
additional four responses. A second reminder was sent out a minimum of 13 days
after the first reminder was distributed to those who did not answer the
questionnaire the second time. This resulted in an additional one response. A total
of 39 responses was collected.
Because I used QuestionPro’s “tracked respondents” function to send out
reminders to only those people who not responded, their email address was
associated with each response. Therefore, I made sure to delete all the associated
email addresses before I started analyzing the data in order to ensure the anonymity
of the participants.
When the online questionnaire was closed, the data were downloaded for
statistical analysis. It showed that the participants spent an average of 9 minutes to
fill out the questionnaire. The data were downloaded as an Excel file and missing
data were handled using Cohen, Cohen, West and Aiken’s (2003) guidelines. From
here the data were exported to the statistical software package JMP for statistical
analysis.
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Threats to internal validity. The threats to internal validity that are
applicable to a correlational study are selection, location, instrumentation, testing,
and mortality (M. Gallo, personal communication, October 2013). A description of
each threat, including how it may have affected this study and how I controlled for
it follows.
Selection. Selection can be a threat to internal validity if the various groups
in a study are different on important variables that might influence the dependent
variable. This make it difficult to determine whether the effect on the dependent
variable is due to the already existing difference between the groups, or any
treatment applied to any of the groups (Ary et al., 2010). Even though the initial
aim for this study was a census, a sample of 39 (76%) was obtained due to the fact
that it was a voluntary study. Therefore, there is a chance that only those people
with a strong opinion about the topic decided to respond to the questionnaire. I tried
to control for this by calling every participant before I distributed the questionnaire
to introduce the study and thus increase the response rate.
Location. The location where the study is conducted can also be a threat to
internal validity. Because this study used an online survey tool, the participants
could answer the questionnaire at a location of their own convenience. However,
there were no instructors available to offer advice if the participants had any
questions. I tried to control for this threat by giving my phone number and email
address in the introduction email and at the bottom of every page of the survey so
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that the participants could contact me if they had any questions about the
questionnaire.
Instrumentation. According to Blankenship (2010), intsrumentation can be
a threat to internal validity in three ways. The first threat is instrument decay,
which can occur when the data collected can be interpreted in multiple ways.
Because the instrument I used only collected data for the regression analysis
through check boxes and radio buttons, there was only one way to interpret the
results. Hence, instrumentation decay dit not impose any threat to the study.
Second, Blankenship (2010) identified data collector bias as a threat to
internal validity. This happens when the data collector unconsciously assesses the
various participants in different ways. In the current study, however, the data were
collected through an online questionnaire, which means there was no direct
communication between the participants and the researcher during the assessment.
Thus, data collector bias was not considered a threat.
Last, data collector characteristics can be a threat to internal validity
(Blankenship, 2010). This occurs when the characteristics of the data collector is
influencing the responses the respondent is giving. However, because the data were
collected online with no direct communication between the researcher and the
participant, this did not impose any threat to the study.
Testing. A testing effect is the effect the exposure of a pretest has on the
scores on a posttest (Campbell & Stanley, 1963). For example, the participants
might adjust their responses on the posttest to what they answered on the pretest.
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This, however, did not cause any threat to this study because there was no preassessment of the KAAS.
Mortality. Campbell and Stanley (1963) defined mortality as the loss of
participants during a study. In this case, 39 of 51 airport managers responded to the
questionnaire, implying a loss of 12 participants. To increase the response rate, I
attempted to call every airport manager and introduce the study before I sent the
email with the link to the questionnaire. It seemed to have a positive effect as the
response rate among the airport managers I spoke to was 81%, compared to a
overall response rate of 76%.
Data Analysis
The statistical data analysis comprised of six sets of independent variables:
early aviation interests, demographic factors (age, gender, and family/friends’
influence), health factors, formal education (undergraduate degree, graduate degree,
years of schooling, and formal education), other aviation experiences, and airport
size. The dependent variable was career satisfaction.
Statistical procedures. Descriptive statistics are statistical procedures that
take raw scores and organize, simplify, and summarize them into a form that is
easier to understand by the reader (Gravetter & Wallnau, 2013). Hence, the mean
and standard deviation of relevant variables, such as age, years of education, years
of working experiences in airport management, etc. was calculated.
Inferential statistics, on the other side, are statistical procedures used to
make generalizations of a sample to a population (Gravetter & Wallnau, 2013).
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According to Mertler and Vannatta (2005), multiple regression is used to identify a
combination of multiple independent quantitative variables that maximally
correlate with one dependent quantitative variable. This inferential statistical
procedure was, therefore, appropriate because I analyzed the relationship among
early aviation interests, demographic factors, health factors, formal education, other
aviation experiences, airport size, and career satisfaction. A multiple regression
analysis was used to determine if the relationship among the variables was
statistically significant.
Three of the research factors, demographic factors, formal education, and
other aviation experiences were represented by sets of multiple independent
variables. This was necessary because one variable was not enough to explain the
research factor. According to Cohen et al. (1983), this is appropriate because it
provides a logical construction of the research. For the sake of this study, the three
research factors, early aviation interests, health factors, and airport size were also
referred to as sets even though they only consisted of one variable. This was to
maintain consistency and avoid any confusion.
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Chapter 4
Results
This chapter presents the results of the data analysis, including descriptive
and inferential statistics, from the responses to the questionnaire which was
distributed to all the airport managers of commercial service airports in Norway.
The data were collected over a 7-week period from December 2013 through
January 2014.
Descriptive Statistics
Descriptive statistics is a way to summarize and organize the findings for a
study. In this part I will first look at some general demographics for the sample and
then at the data gathered from the KAAS. Table 4.1 provides a summary of the
descriptive statistics.

Table 4.1
Summary of Descriptive Statistics
Variable
X2 = Age

Descriptive Statistics
M = 49.6, SD = 7.6.

X3 = Gender

36 males versus 3 females

X6 and X7 = Undergraduate/

Business: 33.3%. Engineering: 20.5%. Other: 46.2%

Graduate Degree
X8 = Total years of school

M = 15.6, SD = 1.45

X10 = Pilot certificate

Private Pilot License = 2, None = 37

X11 = Years in airport manager position

M = 7.0, SD = 5.2

X13 = Airport size

4 large, 4 national, 6 regional, 25 local.

General demographics. Table 4.2 provides an overview of general
demographics, sorted by gender, of the 39 airport managers who responded to the
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survey. As shown in the table, the sample consisted of 36 males (92.3%) and 3
females (7.7%). The mean age was 50.1 years for males and 43.0 years for females,
resulting in an overall mean of 49.6 years. Further, the data show that males and
females have been in school for approximately the same amount of years before
becoming an airport manager. Moreover, males have been in their current position
as an airport manager 2.1 years longer than females.

Table 4.2
Demographics by Gender
Years in
Years of School
Current Position
Gender
M
SD
M
SD
M
SD
Male
50.1
7.6
15.6
1.46
7.1
5.3
Female
43.0
3.6
15.5
1.45
5.0
3.5
Overall
49.6
7.6
15.6
1.45
7.0
5.2
Note. Two people did not report years of school attended.
Age

Overall
n
%
36
92.3%
3
7.7%
39
100.0%

The respondents were also asked if they currently held any pilot certificates.
As reported in Table 4.3, only two airport managers currently held a pilot
certificate; both a Private Pilot License (PPL).
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Table 4.3
Pilot Certificate Currently Held
Pilot Certificate
n
Percent
None
37
94.9%
Light Aircraft Pilot Licence (LAPL)
0
0.0%
Private Pilot Licence (PPL)
2
5.1%
Commercial Pilot (CPL)
0
0.0%
Air Transport Pilot Licence (ATPL)
0
0.0%
Total
39
100.0%
Note. Because 95% of the airport managers reported that they did not currently hold a pilot
certificate, this variable was considered a constant and eliminated from the primary analysis.

Formal education. The participants were asked whether they held a
bachelor’s or master’s degree within aviation, business administration, engineering,
or any other areas. The results are depicted in Table 4.4.

Table 4.4
Formal Education
Degree
Bachelor’s degree (aviation)
Bachelor’s degree (business administration)
Bachelor’s degree (engineering)
Bachelor’s degree (other)
Master’s degree (aviation)
Master’s degree (business administration)
Master’s degree (engineering)
Master’s degree (other)
Other
Total

n
1
7
5
2
0
6
3
2
13
39

Percent
2.6%
17.9%
12.8%
5.1%
0.0%
15.4%
7.7%
5.1%
33.3%
99.9%

The most common field of education was business administration where
33.3% of the participants held either a bachelor’s or master’s degree, followed by
engineering where 20.5% of the participants held either a bachelor’s or master’s
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degree. The most frequent comment under “other” was the Norwegian Defence
University College followed by air traffic controller and various degrees in
management and business administration (see Table 4.5).

Table 4.5
Other Formal Educations
Comment
Air Traffic Controller.
Bachelor's in Business Administration and Political Science.
Bachelor's in Nautical Science.
Business Administration + Logistics, Quality- and Project Management.
Mechanical High School.
Norwegian Defence University College and Bachelor of Arts.
Norwegian Defence University College + Supplementary Courses in Logistics, Economics and
Management.
Norwegian Defence University College and Technical High School.
Norwegian Defence University College.
Norwegian Defence University College and Executive Studies.
Officer Training and Driver Instructor Education.
Physical Education, Management and Administration.
Various Courses in Economics and Management.
Technical High School.
The Military and College.
Various Aviation-Related Courses.
Note. These comments were collected from the “other” field in part C question 4 on the
questionnaire about what formal education the airport managers held.

Former positions within airport management. Table 4.6 shows which
former positions the airport managers held within airport management before
becoming an airport manager. Nearly half of the participants became an airport
manager without any prior experience from airport management. However, more
than a fifth of the participants came to the position as a former operations manager.
Other positions the participants held within airport management prior to becoming
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an airport manager was property manager, terminal manager, administrative
manager, chief air traffic controller, project manager, environment, health, and
safety manager, and chief engineer of navigation.

Table 4.6
Former Positions in Airport Management
Position
n
Percent
None
21
46.7%
Finance Manager
2
4.4%
Human Resources Manager
1
2.2%
Operations Manager
10
22.2%
Commercial Manager
1
2.2%
Planning and Development Manager
0
0.0%
Security Manager
1
2.2%
Other
9
20.0%
Total
45
99.9%
Note. Some participants had held more than one position within aviation management before
becoming an airport manager.

Decision to become an airport manager. The participants were also asked
when they formally decided to pursue airport manager as a career. As seen in Table
4.7 and Table 4.8 most participants made the decision to become an airport
manager during another career path.
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Table 4.7
Decision to Become an Airport Manager
When
Before High School
During High School
After High School / Before College
During College
After College / During 1st Post-Graduate Job
During Another Career Path
Other
Total
Note. One person did not respond to this question.

n
0
1
3
1
5
13
15
38

Percent
0.0%
2.6%
7.9%
2.6%
13.2%
34.2%
39.5%
100.0%

Table 4.8
Other Decisions to Become an Airport Manager
Comment
Headhunted.
Career change from work in an international organization.
Had another job as a manager and was looking for new challenges.
When the position was advertised in 2007.
My expertise from other industries put me in a position to be a competent airport manager. I
acquired knowledge about aviation after I started in my job as an airport manager.
Available position at an appropriate time.
After four years of partial work at the airport.
Natural career development through Norwegian Armed Forces before employment with Avinor.
Operations manager/airport manager in The Royal Norwegian Air Force before Avinor.
After five years within aviation.
After a restructuring process in Avinor.
Quit my job in corporate management of a foreign company to spend more time with my family
in Norway and was asked to take the job I now have.
Vacant position.
Was encouraged to apply. Was in a position outside aviation.
Was asked.
Note. These comments were collected from the “other” field in part C question 9 on the
questionnaire about at what point the participant formally decided to pursue airport management as
a career.

Key attributes and attitudes survey. Part B of the questionnaire gathered
data on the airport managers’ perception of how early aviation interests, family and
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friends, health factors, formal education, and other aviation experiences influenced
their career choice in addition to their level of career satisfaction.
Early aviation interests. Early aviation interests was defined as
participants’ perception of how their interest for aviation as youth influenced their
career choice. This was measured by three Likert-scale items on the KAAS. As
depicted in Table 4.10, the data indicate that the participants to some extent
disagreed that early aviation interests had an influence on their career development
towards airport management. The highest ranked statement was “My interest in
aviation was a factor that led me to a career in airport management” (M = 2.82,
SD = 1.39), indicating a ranking close to neutral.
The participants were also asked about which aviation-related activities they
carried out during their childhood. Participants were asked to rank 6 of 12 listed
activities from most important (1) to least important (6). The results are displayed
in Table 4.9 and show that living near an airport or an approach path (n = 14,
M = 2.50) and trips to airports (n = 23, M = 2.87) were the two highest ranked
activities.
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Table 4.9
Aviation-Related Activities
Rank
Wt.
Wt.
Agg.
Activity
1 2 3 4 5 6 n
Sum
M
Rank
Built model airplanes
4 2 2 2 3 3 16
55
3.44
4
Read books and magazines
3 2 1 4 2 4 16
60
3.75
6
Watched TV and movies
1 2 4 4 5 3 19
76
4.00
9
Experienced flights in a small airplane
0 1 2 3 2 0 8
30
3.75
6
Experienced airline trips
1 3 2 4 3 3 16
62
3.88
8
Attended one or more air shows
0 3 3 2 1 2 11
40
3.64
5
Visited aviation museums
0 0 1 1 3 0 5
22
4.40
10
Lived near an airport
6 2 3 0 2 1 14
35
2.50
1
Collected aviation-related items
1 0 0 1 2 3 7
33
4.71
11
Influenced by family or friends
4 3 2 3 0 3 15
46
3.07
3
Trips to airports
5 7 5 1 2 3 23
66
2.87
2
Note. n = 26. 13 people did not complete the ranking list. No people ranked “Participating in
aviation-oriented youth activities.”

Family and friends. Statements 4 through 8 on the KAAS measured the
participants’ perception of family and friend’s influence on their career
development. With means ranging from 2.10 to 2.59 it indicates that the
participants mostly disagreed or had a neutral perception of whether their family
and friends had an influence on their career development (see Table 4.10). The
lowest ranked statement was “The influence of a family member was a factor that
led me to a career in aviation management” (M = 2.10, SD = 1.27).
Health factors. Two statements about the general health and eyesight were
included to see if the managers chose airport management as a compromise because
the health requirements for becoming a pilot could not be met. Means ranging from
1.21 to 1.26 (see Table 4.10) indicated that participants strongly disagreed to these
statements.
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Formal education. The KAAS also contained three statements measuring
the participants’ perception of formal education’s influence on their career
development. Table 4.10 shows means ranging from 2.74 to 3.41, indicating a
somewhat neutral attitude towards these statements. The highest ranked statement
was “My formal education experience was a factor that led me to a career in airport
management” (M = 3.41, SD = 1.27).
Prior aviation-related experiences. The participants were further asked to
rank two statements about their prior aviation-related experiences and how they
thought these experiences influenced their career choice. The means ranged from
2.56 to 2.82 (see Table 4.10) and show that participants typically disagreed or had a
neutral attitude to these statements.
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Table 4.10
Perception of Influence on Career Development
No.a Item
Perception of early aviation interests’ influence on career development
1.
When I was young, I wanted to be a professional (civil or military) pilot.
2.
When I was young, I wanted to have a career in aviation.
3.
My interest in aviation was a factor that led me to a career in airport
management.
Perception of family and friends’ influence on career development
4.
A member of my family (or close-friend) had an aviation-related career.
5.
A member of my family (or close friend) encouraged me to pursue an
aviation-related career.
6.
My parents agreed with my career goals.
7.
I often discussed my career plans with my parents.
8.
The influence of a family member was a factor that led me to a career in
aviation management.
Perception of General Health and Eyesight’s Influence on Career Development
9.
My general health prevented me from pursuing an aviation-related career
different from airport management.
10.
My eyesight prevented me from pursuing an aviation-related career
different from airport management.
Perception of Formal Education’s Influence on Career Development
11.
My formal education prepared me for a career in aviation.
12.
My formal education prepared me for a career in airport management.
13.
My formal education experience was a factor that led me to a career in
airport management.
Perception of Prior Aviation-Related Experiences on Career Development
14.
I had one or more aviation-related (non-airport) jobs before taking an
airport management position. (For example flight instructor, air traffic
controller, cabin crew etc.)
15.
My prior aviation experience was a factor that led me to a career in airport
management.
Note. Measured by Likert-scale items from strongly disagree (1) to strongly agree (5).
a
Number refer to question number on the questionnaire.

M

SD

2.44
2.23
2.82

1.31
1.20
1.39

2.15
2.31

1.35
1.40

2.38
2.59
2.10

1.29
1.31
1.27

1.21

0.70

1.26

0.75

2.74
3.18
3.41

1.27
1.30
1.27

2.56

1.77

2.82

1.88

Career satisfaction. Questions 16 through 32 were used to measure how
satisfied the participants were with their career choice. The highest ranked
statement was “I enjoy the range of duties and activities that I experience day-today as an airport manager” (M = 4.64, SD = 0.49) whereas the lowest ranked was “I
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am compensated fairly for my responsibilities as an airport manager” (M = 2.37,
SD = 0.93). A detailed list of the mean score per item is provided in Table 4.11.
The overall mean career satisfaction score was 3.75 (M = 3.75, SD = 0.76).

Table 4.11
Career Satisfaction
No.a Item
M
SD
16.
As an airport manager, I enjoy my work environment.
4.54 0.55
17.
My immediate supervisor has reasonable expectations regarding my
4.13 0.80
performance.
18.
I enjoy the range of duties and activities that I experience day-to-day as
4.64 0.49
an airport manager.
19.
I would choose airport management if I had to make the decision again.
3.92 0.84
20.
I am developing new skills as an airport manager that will be useful in
4.41 0.59
furthering my career.
21.
As an airport manager, my work does not encroach on my personal time.
2.79 1.10
22.
My compensation is on par with my peers in similar positions in airport
2.87 0.95
management.
23.
My airport management career has exceeded my original expectations.
3.51 0.76
24.
My schedule as an airport manager leaves me sufficient time for my
3.13 0.86
personal life.
25.
I am compensated fairly for my responsibilities as an airport manager.
2.37 0.93
26.
I am confident that my airport management career will provide me with
3.54 0.51
financial security in the future.
27.
Overall, I am satisfied with my airport management career.
4.10 0.68
28.
I would recommend airport management to a young person considering a 4.08 0.74
career in aviation.
29.
I am confident that my airport management career will provide me with
3.87 0.69
future advancement opportunities.
30.
My work as an airport manager allows me to use my talents, skills and
4.38 0.54
abilities.
31.
My immediate supervisor understands the demands of my position.
4.05 0.89
32.
I expect to be in airport management until I retire.
3.47 0.99
Note. Measured by Likert-scale items from strongly disagree (1) to strongly agree (5). Questions 25,
29, and 32 lack response from one participant each.
a
Number refer to question number on the questionnaire.
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Inferential Statistics
Inferential statistics is a way to make generalizations about a population
from a sample. First, a preliminary analysis was conducted to make sure that the
data collected were compliant with regression assumptions and to check for
missing data, outliers, and multicollinearity. Next, a primary analysis was done by
using multiple regression to find relationships between the independent and the
dependent variables. An overview of the variables is provided in Table 4.12.
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Table 4.12
Variables Measured on the Questionnaire
Variable
Set A - Early Aviation Interests
X1 = Early Aviation Interests (Perception)

Measure on Questionnaire

Data Type

KAAS items 1-3

Continuous

Set B - Demographic Factors
X2 = Age
X3 = Gender
X4 = Family/Friends Influence (Perception)

Age
Gender
KAAS items 4-8

Continuous
Nominal
Continuous

Set C - Health Factors
X5 = Health Factors (Perception)

KAAS items 9-10

Continuous

Set D - Formal Education
X6 = Undergraduate Degree
X7 = Graduate Degree
X8 = Years of School
X9 = Formal Education (Perception)

Check-boxes and “other” field
Check-boxes and “other” field
Years of School
KAAS items 11-13

Nominal
Nominal
Continuous
Continuous

Set E - Other Aviation Experiences
X10 = Pilot Certificate
X11 = Years in Airport Manager Position
X12 = Other Aviation Experiences (Perception)

Check-boxes and “other” field
Years in Current Position
KAAS items 14-15

Nominal
Continuous
Continuous

Set F – Airport Size
X13a = Large Airport
X13b = National Airport
X13c = Regional Airport
X13d = Local Airport

Airport Size
Airport Size
Airport Size
Airport Size

Nominal
Nominal
Nominal
Nominal

Career Satisfaction
Y = Career Satisfaction (Perception)
KAAS items 16- 32
Continuous
Note. X5, X6, X7, X10, X11, and X12 ultimately were excluded from the primary analysis. See
Table 4.14 for further explanations.

Preliminary analysis. As noted earlier, before conducting the primary
analysis of the data I examined the data set for missing data, outliers, and
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multicollinearity. I also ensured the data set was compliant with regression
assumptions.
Missing data. When a questionnaire is used as a data collection instrument,
nonresponse can cause serious problems to the study (Ary et al., 2010). When
dealing with human subjects not everybody might answer all the questions on the
questionnaire (Longford, 2008). In this study, the following questions were handled
for missing data (see Table 4.13):
KAAS part B – Attitudes and attributes survey: Part B of the questionnaire
contained 32 Likert-scale items where the participants were to rate the various
statements. Three of these statements lacked one response each. This was handled
by using the average of the column as the missing value, which is in accordance
with Cohen et al.’s (1983) recommendation.
KAAS part C – General information: Part C of the questionnaire was
collecting demographic data from the participants. The question about total years of
school completed lacked data from two of the respondents. This was resolved by
finding a participant who had a close match on the other questions and using the
same value for total years of school completed.
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Table 4.13
Resolution for Missing Data
Set/Factor
Set D - Formal Education
X8 = Years of School

Data Type

Responses
Missing

Resolution

Continuous

2

Matching

Career Satisfaction
Y = Career Satisfaction (Perception)

Continuous

3

Means

Outlier analysis. Extreme scores can inordinately influence the results of
the regression analysis (Lattin, Carroll, & Green, 2003). Thus, jackknife distances
were computed to test for outliers. The analysis revealed there were three outliers in
the dataset. These outliers were, however, identified as the only three females in the
sample. Because my interest was to include both genders in the analysis I decided
to leave the outliers in the model.
Multicollinearity. Multicollinearity is the problem that occurs when
independent variables are too highly correlated (Lattin et al., 2003). All the variable
inflation factors (VIFs) in the dataset were below 10, indicating no presence of
multicollinearity (Cohen et al., 2003).
Regression assumptions. When conducting a multiple regression analysis
certain assumptions about the variables must be met to get a trustworthy result
(Osborne & Waters, 2002). First I checked for multilinearity. I plotted residuals and
predicted values in a scatterplot and inserted a Lowess fit line (kernel smoother)
and a zero line. The Lowess fit line hugged the zero line, which follows the form of
the data and therefore confirmed multilinearity.
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Moreover, I examined leverage plots to see if the independent variables
were correctly specified. It was discovered that health factors (X5), years in airport
manager position (X11), and other aviation experiences (X12) were incorrectly
specified in that they had no relationship with Y. Therefore, X5, X11, and X12 were
excluded from the primary analysis.
Further, the homoscedasticity of residuals was examined. This was checked
for by looking at residuals versus predicted values in a scatterplot. No systematic
pattern was found and hence the assumption was met. Independence of residuals
was also checked for by plotting residuals and case numbers in a scatterplot. No
serial correlation was found.
Finally, the normality of the residuals was inspected in a normal Q-Q plot.
All the residuals clustered along the line and fell within 95% confidence interval
and this indicated that the assumption was met.
Omitted variables. Further examination of the dataset showed that 37 of the
39 participants (95%) did not hold any current pilot certification. Therefore, pilot
certification (X10) was considered a constant. Moreover, undergraduate degree (X6)
and graduate degree (X7) were omitted from the primary analysis due to the high
number of participants (36%) choosing the “other” option as their education. An
overview of the variables omitted from the primary analysis is provided in
Table 4.14.
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Table 4.14
Variables Omitted from the Regression Analysis
Variable
Reason for Omission
Set C - Health Factors
X5 = Health Factors (Perception)
Incorrectly specified. No relationship with Y.
Set D - Formal Education
X6 = Undergraduate Degree
X7 = Graduate Degree

Set E - Other Aviation Experiences
X10 = Pilot Certificate

X11 = Years in Airport Manager Position
X12 = Other Aviation Experiences (Perception)

Fourteen (36%) of the respondents choose the
“other”-option.
Fourteen (36%) of the respondents choose the
“other”-option.

Thirty-seven of the 39 (95%) respondents did
not have a pilot certificate. The variable was
therefore considered a constant.
Incorrectly specified. No relationship with Y.
Incorrectly specified. No relationship with Y.

Primary analysis. A preliminary analysis of the modified dataset found the
best model to be X1, X2, X3, X4, X8, X9, and X13 (see Table 4.15). A multiple
regression analysis was conducted with early aviation interests (X1), age (X2),
gender (X3), family/friends (X4), years of school (X8), formal education (X9), and
airport size (X13) as independent variables and career satisfaction (Y) as the
dependent variable. The nominal variables gender (X3) and airport size (X13) were
recoded using dummy and weighted effects coding respectively so they could be
used in the regression analysis. For gender, male was set to 0 and female was set to
1. Weighted effects coding was used for airport size so that the each airport size’s
mean could be compared to the collective average scores of the overall grand mean
of all four airport sizes. Because there were four airports, three variables were
needed for coding purposes. First, large (X13a), national (X13b), and regional (X13c)
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were compared to the overall grand mean of all four airports (see Figure B3). Then,
large (X13a), national (X13b), and local (X13d) were compared to the overall grand
mean of all four airports (see Figure B4).
In the overall model, seven variables collectively explained 50.3% of the
variance in career satisfaction, R2Y•12348913 = .503, F(9, 29) = 3.255, p = .0075,
which was significant (see Figure B3 and B4). This means that if given information
about these seven variables, then I would have 50% of the information needed to
perfectly predict an airport manager’s career satisfaction.

Table 4.15
Variables Included in the Regression Analysis
Variable
Set A - Early aviation interests
X1 = Early Aviation Interests (Perception)

Data Type
Continuous

Set B - Demographic Factors
X2 = Age
X3 = Gender
X4 = Family/Friends’ Influence (Perception)

Continuous
Nominal
Continuous

Set D - Formal Education
X8 = Years of School
X9 = Formal Education (Perception)

Continuous
Continuous

Set F – Airport Size
X13a = Large Airport
X13b = National Airport
X13c = Regional Airport
X13d = Local Airport

Nominal
Nominal
Nominal
Nominal

Career Satisfaction
Y = Career Satisfaction (Perception)

Continuous

58

Of the seven predictor variables, only X3 = Gender (p = .0089) and
X13a = Large Airport (p = .0432) were significant. It should, however, be noted that
if the preset alpha level were set to α = .06 instead of α = .05, then X8 = Years of
School (p = .0526) and X13d = Local Airport versus weighted grand mean of all four
airports (p = .0565) would also have been significant. The inferential statistics
results are presented in Table 4.16.

Table 4.16
Overall Multiple Regression Analysis
Variable
X1 = Early Aviation Interests (Perception)
X2 = Age
X3 = Gender
X4 = Family/Friends’ Influence (Perception)
X8 = Years of School
X9 = Formal Education (Perception)
X13a = Large Airport
X13b = National Airport
X13c = Regional Airport
X13d = Local Airport
Note. *p < .05. See Figure B3 and B4 for full details.

p
.2812
.2524
.0089*
.0916
.0526
.4248
.0432*
.9189
.3453
.0565

Hypothesis testing. This study was guided by six research questions and
their corresponding hypotheses. The result of each hypothesis test is presented
below.
Hypothesis 1. Early aviation interests (set A) was measured by participants’
perception of how early aviation interests (X1) influenced their decision of pursuing
a career in airport management. The null and alternative hypotheses were
formulated as:
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H0: There will be no significant relationship between early aviation interests
and career satisfaction.
H1: There will be a significant direct, positive relationship between early
aviation interests and career satisfaction.
No significant relationship was found between early aviation interests and
career satisfaction. Thus, the null hypothesis was not rejected.
Hypothesis 2. Demographic factors (set B) was measured by age (X2),
gender (X3), and family/friends’ influence (X4). The null and alternative hypothesis
were formulated as:
H0: There will be no significant relationship between demographic factors
and career satisfaction.
H1: There will be a significant direct, positive relationship between
demographic factors and career satisfaction.
Of the three factors in this set, only gender had significant a relationship
with career satisfaction, p = .0084. Therefore, the null hypotheses was rejected.
Although age and family/friends’ influence were not significantly related to airport
manager’s career satisfaction, there was a significant gender effect: Female airport
managers averaged 12.5 points higher than their male counterparts on the career
satisfaction score, which indicates they were happier with their career choice than
male airport managers.
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Hypothesis 3. Health factors (set C) was measured by participants’
perception of how health factors (X5) influenced their decision of pursuing a career
in airport management. The null and alternative hypotheses were formulated as:
H0: There will be no significant relationship between health factors and
career satisfaction.
H1: There will be a significant direct, positive relationship between health
factors and career satisfaction.
The preliminary analysis showed that this factor was incorrectly specified,
indicating no relationship with career satisfaction (Y). Therefore, the null
hypothesis was not rejected.
Hypothesis 4. Formal education (set D) was measured by undergraduate
degree (X6), graduate degree (X7), years of school (X8), and participants’ perception
of how formal education (X9) influenced their decision of pursuing a career in
airport management. The null and alternative hypotheses were formulated as:
H0: There will be no significant relationship between formal education and
career satisfaction.
H1: There will be a significant direct, positive relationship between formal
education and career satisfaction.
Undergraduate degree (X6) and graduate degree (X7) were omitted from the
statistical analysis because too many participants answered “other” (see
Table 4.14). The remaining factors (X8 and X9) showed, however, no relationship

61

with the dependent measure career satisfaction (Y). Thus, the null hypothesis was
not rejected.
Hypothesis 5. Other aviation experiences (set E) was measured by pilot
certificate (X10), years in airport manager position (X11), and other aviation
experiences (X12). The null and alternative hypotheses were formulated as:
H0: There will be no significant relationship between other aviation
experiences and career satisfaction.
H1: There will be a significant direct, positive relationship between other
aviation experiences and career satisfaction.
The preliminary analysis showed that 37 of the 39 participants did not
currently hold a pilot certificate, making this variable (X10) a constant. Moreover,
years in airport manager position (X11), and other aviation experiences (X12) were
incorrectly specified, indicating no relationship with career satisfaction (Y). Set D
was therefore omitted from the regression analysis and no significant relationship
was found. Thus, the null hypothesis was not rejected.
Hypothesis 6. Airport size (set F) was reported as either large (X13a),
national (X13b), regional (X13c), or local (X13d) airport. The null and alternative
hypotheses were formulated as:
H0: There will be no relationship between airport size and career
satisfaction.
H1: There will be a direct relationship between airport size and career
satisfaction.
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The multiple regression analysis indicated that airport managers at large
airports had a significantly higher career satisfaction score than the mean score of
all the airport managers, p = .0432. Therefore, the null hypothesis was rejected.
When compared to the overall grand mean of all 39 airport managers working at
the four types of airports, managers’ at large airports had a mean career satisfaction
score that was 6.65 points higher, indicating higher satisfaction. It should also be
noted that if an alpha level of α = .06 (instead of α = .05) would be accepted,
managers for local airports would have a significantly lower career satisfaction
score than the average score of all the airport managers, p = .0565.
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Chapter 5
Conclusions, Implications, and Recommendations
The purpose of this study was to identify factors that influence a person to
choose airport manager as a professional career and how these factors relate to the
level of satisfaction the person experiences with this career choice. More
specifically, I looked at how factors such as early aviation interests, demographics,
health factors, formal education, other aviation experiences and airport size related
to Norwegian airport managers’ satisfaction with career choice.
This replication study of Byers (2004) was guided by the following research
questions:
1. What is the relationship between early aviation interests and airport
managers’ career satisfaction?
2. What is the relationship between demographic factors and airport
managers’ career satisfaction?
3. What is the relationship between health factors and airport managers’
career satisfaction?
4. What is the relationship between formal education and airport
managers’ career satisfaction?
5. What is the relationship between other aviation experiences and airport
managers’ career satisfaction?
6. What is the relationship between airport size and airport managers’
career satisfaction?
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A sample of 39 airport managers were surveyed from Norway’s 51
commercial service airports, indicating a response rate of 76%. The instrument
used was a researcher-modified version of Byers’ (2004) Key Attributes and
Attitudes Survey (KAAS). The data was collected through an online survey tool
after the link had been distributed through email. A correlational methodology with
an explanatory design was used to examine the relationship between the variables.
Summary of Findings
A preliminary analysis of the variables indicated that health factors (X5),
undergraduate degree (X6), graduate degree (X7), pilot certificate (X10), years in
airport manager position (X11), and other aviation experiences (X12) did not fit into
the overall model (Table 4.14). Therefore, the best model was early aviation
interests (X1), age (X2), gender (X3), family/friends’ influence (X4), years of school
(X8), formal education (X9), and airport size (X13) (see Table 4.15). A multiple
regression analysis of this model indicated that these seven variables collectively
explained 50.3% of the variance in career satisfaction (Y), R2Y•12348913 = .503,
F(9, 29) = 3.255, p = .0075, which was significant. This means that by knowing
these seven variables, one has 50% of the information needed to perfectly predict
an airport manager’s career satisfaction. In the overall model, only gender (X3) and
airport size (X13) were found to be significant.
Conclusions and Implications
In this section, the findings related to each research question will be
discussed. Further, I will interpret what the findings mean within the study and
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within the context of the literature review. Finally, associated implications will be
discussed.
Early aviation interests. The first research question asked “What is the
relationship between early aviation interests and airport managers’ career
satisfaction?” The primary analysis indicated no significant relationship between
early aviation interests and career satisfaction. This finding is inconsistent with
Byers’ (2004) finding, which suggested that early aviation interests have a
significant positive direct effect on career satisfaction of airport managers. A
plausible explanation for this could be the small sample size (N = 39), which might
have made it difficult to find an effect.
Moreover, the descriptive statistics indicated that the majority of the
participants disagreed to the statements that when they were young they wanted to
be a professional pilot (59% disagreed or strongly disagreed) or have a career in
aviation (66.6% disagreed or strongly disagreed) (see Table A3). Almost half of the
participants (47.4%) also noted that they made the decision of becoming an airport
manager after college or during another career path. This implies that the majority
of the airport managers in Norway developed their interest for aviation at a latter
point in their career path.
Demographic factors. The second research question asked “What is the
relationship between demographic factors and airport managers’ career
satisfaction?” This set comprised of participant’s age, gender, and their perception
of how family and friends influenced their career choice.
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Age. No significant relationship was found between age and career
satisfaction. Though this is consistent with Byers (2004) finding, indicating no
significant direct effect of age on career satisfaction, other studies show contrary
findings. Leigh et al. (2002) found that older physicians had a greater career
satisfaction than younger physicians and Yap et al. (2014) found a curvilinear
relationship between age and career satisfaction. Conversely, Baek-Kyoo and Park
(2010) found that age could not be used to explain the variance in career
satisfaction among the employees.
Gender. Gender was the only demographic factor that were found to be
significant in the model (p = .0089), indicating that females had a significantly
higher career satisfaction score than males. This implies that female airport
managers are more satisfied with their career choice than male airport managers. A
plausible explanations could be that females handle stress better than males and
thus experience a less stressful working environment leading to a higher career
satisfaction (Karatsoreos et al., 2013). What should be noted, though, is the unequal
presence of females and males in the sample (n = 3 females versus n = 36 males),
which could have led to a biased result and serve as another plausible explanation.
This finding is, however, inconsistent with Byers’ (2004) result, who found no
significant relationship between gender and career satisfaction.
Family/friends influence. This study found no significant relationship
between the perception of how family and friends influenced an airport manager’s
career choice and the career satisfaction score. This finding is consistent with
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Byers’ (2004) result. A plausible explanation could be that several of the airport
managers came to airport management from another career path as an adult and did
not choose airport management because they were influenced by friends and family
as a young person.
Health factors. The third research question asked “What is the relationship
between health factors and airport managers’ career satisfaction?” Originally, this
set was measured by the perception of how health factors influenced the
participants’ career choice of becoming an airport manager. The preliminary
analysis did, however, show that the variable was incorrectly specified and not
compliant with regression assumptions. Therefore, the variable was omitted from
the multiple regression analysis and thus no significant relationship between health
factors and career satisfaction could be found. Almost all of the airport managers
disagreed to the statements saying that their general health (87.2% strongly
disagreed) or eyesight (84.6% strongly disagreed) prevented them from pursuing an
aviation-related career different from airport management. A plausible explanation
for this could be that many airport managers came from industries other than
aviation and, thus, it was not the disqualification for being a pilot that moved most
of the participants toward a career in airport management.
Formal education. The fourth research question asked “What is the
relationship between formal education and airport managers’ career satisfaction?”
At first, this set contained four variables: undergraduate degree, graduate degree,
years of school, and participants’ perception of how formal education influenced
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their career choice. However, the preliminary analysis of the data showed that one
third of the sample chose the “other” option for which degree they held and thus
these two variables were removed from the statistical analysis. The primary
analysis indicated, however, no significant relationship between the independent
variables years of school and participants’ perception of how formal education
influenced their career choice and career satisfaction. A plausible explanation for
this could be that the mean age in the sample was 49.6. If the sample consisted of a
younger generation, one might have ended up with a different result as they might
have a different perception towards formal education and the role formal education
plays in being satisfied with a career.
The descriptive statistics showed that most airport managers had a degree in
either business administration (33.3%), or engineering (20.5%). Moreover, five
respondents (12.8%) said they had an education from the Norwegian Defence
University College. Only one respondent indicated having a formal degree within
aviation. A plausible explanation for this might be the lack of aviation degrees
offered at Norwegian colleges and universities. To my knowledge, only three
degrees within aviation are offered at Norwegian institutions: a Bachelor’s degree
in Aeronautical Engineering at University of Agder, a Bachelor’s degree in
Aviation with flight at University of Tromsø (started in fall 2008), and a Master of
Business Administration in Aviation Management at University of Nordland
(started in fall 2010).
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Moreover, it should be noted that if an alpha level of α = .06 (instead of
α = .05) would be accepted, the variable total years of school would have been
significant in the overall model.
Other aviation experiences. The second to last research question asked
“What is the relationship between other aviation experiences and airport managers’
career satisfaction?” Originally this set comprised of pilot certificate, years in
airport manager position, and the perception of how other aviation experiences
influenced the career choice. However, the preliminary analysis showed that 95%
of the participants did not currently hold a pilot certificate and thus making it a
constant. Further, the preliminary analysis indicated that years in airport manager
position, and the perception of how other aviation experiences influenced the career
choice, were incorrectly specified and thus not meeting all of the regression
assumptions. Therefore, no variables were left in the set for the primary analysis
and thus no significant relationships could be found. This finding is also consistent
with Byers’ (2004) result.
Airport size. The last research question asked “What is the relationship
between airport size and airport managers’ career satisfaction?” The multiple
regression analysis indicated that airport managers at large airports had a
significantly higher career satisfaction score than the collective average score of the
overall grand mean of all the airport managers in the sample, p = .0432. A plausible
explanation for this could be that large airports have more airlines and larger
aircraft operating to and from the airport, thus making it more exciting to manage.
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This finding is also consistent with Judge et al. (1995) who found that that the
number of employees in an organization positively predicted career satisfaction.
It should, however, be noted that if an alpha level of α = .06 (instead of
α = .05) would be accepted, managers for local airports would have a significantly
lower career satisfaction score than the average score of all the airport managers,
p = .0565. This might be a result of few daily flights leading to dead time of several
hours between each flight and thus making the local airports less exciting to
manage. Another plausible explanation could be that because local airports are
serving small towns, it may be more difficult to find airport managers that are
motivated for the job.
Career satisfaction. The dependent measure in the study was career
satisfaction. The descriptive statistics indicated an overall mean career satisfaction
score of 3.75 (M = 3.75, SD = 0.76). This result is very close to Byers’ (2004)
findings in his study of airport managers’ career satisfaction in the United States
(M = 3.77, SD = 1.14) and indicates that airport managers in Norway and the
United States have a similar perception of their career satisfaction.
Recommendations
This study collected data on various variables of Norwegian airport
managers and gave a broad insight in their background, education, satisfaction with
career choice, and the perception of how various factors influenced their career
choice. Below are several recommendations on applying the findings in practice
and how future research may be improved.
71

Recommendations for practice. This research could be used by the
management and human resource departments at Norwegian airports when hiring
future airport managers. By collecting data from potential candidates on the
independent variables, one has 50% of the information needed to perfectly predict
that candidate’s career satisfaction as an airport manager. In this way the airport
might be more likely to hire a person that will be satisfied in the job as an airport
manager.
Further, this study may be useful for career counselors at high schools,
colleges, and universities when counseling their students. There might be students
who are very interested in aviation but neither want to be a pilot nor an air traffic
controller. The findings of this study may then be used to predict whether the
student should aim for a career in aviation or airport management.
Recommendations for future research. The results of this study lead to
several recommendations for future research.


In the first part of the questionnaire, the participants were asked to rank
a list of 12 factors from 1 to 6. Among the 39 participants, 13 (33%)
did not completed this question. It is recommended to shorten the list
or restructure the questions to achieve a higher completion rate if the
same questionnaire is used in future research.



The multiple regression analysis showed that the seven independent
variables, early aviation interests (X1), age (X2), gender (X3),
family/friends’ influence (X4), years of school (X8),
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formal education (X9), and airport size (X13), explained 50.3% of the
variance on the dependent measure, which was airport manager’s
career satisfaction (Y). To further increase this percentage, other
variables could be examined such as salary, benefits, family situation
(married, kids, etc.), responsibilities at work, average working hours
per week, etc. It could also be interesting to find a way to measure the
effectiveness of an airport manager and compare it to the level of
career satisfaction.


It would be of interest to do an update of this research in 5 or 10 years
to see if any major changes are identified. For example, one might see
more airport managers with a specific aviation degree as University of
Nordland started offering a Master of Business Administration in
Aviation Management in fall 2010.



The results showed that managers of large airports had a significantly
higher career satisfaction score than the whole group of airport
managers. Future studies should look into why airport managers of
large airports were more satisfied with their career choice than their
colleges at smaller airports.



This study only surveyed airport managers at Norwegian airports.
Future research, however, could include all members of the seniorlevel management at each airport, such as operations managers, finance
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managers, security managers, etc. This would allow a broader
perspective of the research.


The results indicated that many of the airport managers came from a
different career path than airport management. Future research should
look into which career path they came from to see if any pattern or
relationship can be found.
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Appendix A
Tables

Table A1
Airports in Norway
Airport
Large
Oslo
Bergen
Stavanger
Trondheim
National
Moss
Sandefjord
Bodø
Kristiansand
Tromsø
Ålesund
Regional
Haugesund
Harstad/Narvik
Molde
Kristiansund
Alta
Kirkenes
Bardufoss
Svalbard
Lakselv

2013
Annual Civil Operations

Annual Passengers

Ownership

22,956,544
6,215,705
4,670,021
4,313,547

243,092
106,225
87,352
60,830

Public
Public
Public
Public

1,890,889
1,856,300
1,670,451
1,066,897
1,936,022
1,077,159

22,056
42,139
42,531
19,465
42,000
16,057

Private
Private
Public
Public
Public
Public

701,110
655,178
459,024
395,711
353,142
297,083
207,792
151,651
65,954

9,814
9,878
9,318
14,447
10,085
8,643
5,279
6,943
3,268

Public
Public
Public
Public
Public
Public
Public
Public
Public

11,648
12,082
12,802
5,769
6,950
6,148
6,082
7,271
5,714
6,209
7,206
5,925
3,854
3,250

Public
Public
Public
Public
Public
Public
Public
Public
Public
Public
Public
Public
Public
Public

Local
Florø
206,713
Brønnøysund
172,881
Hammerfest
171,525
Ørsta-Volda
124,562
Mo i Rana
113,550
Leknes
112,957
Stokmarknes
111,098
Sandnessjøen
107,464
Sogndal
95,939
Vadsø
90,732
Førde
88,296
Mosjøen
86,808
Svolvær
66,980
Andøya
63,391
Note. The table is sorted by annual passengers.
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Table A1 (continued)
Airports in Norway
Airport
Annual Passengers
Local
Rørvik
48,338
Sandane
46,474
Namsos
45,667
Skien
36,171
Narvik
29,034
Vardø
28,875
Stord
28,123
Sørkjosen
27,306
Båtsfjord
25,379
Honningsvåg
23,632
Røros
22,208
Mehamn
21,185
Røst
15,622
Hasvik
15,215
Berlevåg
14,204
Ørland
5,780
Notodden
5,621
Fagernes
4,036
Note. The table is sorted by annual passengers.
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2013
Annual Civil Operations

Ownership

3,131
2,762
3,613
6,755
2,392
2,251
2,805
2,291
2,428
2,156
3,556
2,352
1,360
1,255
1,775
1,439
6,370
2,154

Public
Public
Public
Private
Public
Public
Private
Public
Public
Public
Public
Public
Public
Public
Public
Private
Private
Public
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Table A2
Raw Data
Early Aviation Interestsb
Key Attributes and Attitudesc
General Informationd
IDa
1
2
3
4
5
6
7
8
9
10 11 12 EAI FFI HF FE
OAE CS
A
G
S
C
1
6
5
2
12
10
73
47
1
17
0
2
6
9
2
8
2
65
56
0
16
0
3
3
6
2
4
5
1
7
8
2
3
2
59
56
0
16
0
4
3
8
2
12
4
62
53
0
15
0
5
3
5
1
4
2
6
8
10
2
11
2
79
42
1
14
0
6
6
5
4
3
2
1
6
11
2
15
10
73
56
0
14
0
7
5
4
2
3
6
1
3
9
2
10
7
73
45
0
16
0
8
1
6
2
5
4
3
8
16
2
3
10
63
56
0
13
0
9
5
2
4
6
1
3
10
14
2
13
10
68
46
0
15
0
10
6
4
5
1
3
2
8
11
2
11
9
66
60
0
15
0
11
8
19
4
12
7
57e
49
0
17
0
12
6
5
4
1
3
2
12
17
2
10
10
68
59
0
12
0
13
6
5
4
2
1
3
3
5
2
7
2
50
39
0
15
0
14
6
7
2
13
2
64
43
0
16
0
15
3
5
2
8
2
58e
59
0
15
0
16
1
2
3
4
5
6
9
7
2
6
2
57
45
0
15
0
17
2
3
1
5
4
6
6
13
4
6
6
57
43
0
17
0
18
5
3
2
6
4
1
6
14
4
9
2
62
45
0
15
0
19
4
3
2
1
6
5
7
11
2
13
8
74
45
0
15
0
20
3
5
2
3
2
55
58
0
18
0
Note. aID = Response ID. b1 = Models, 2 = Reading, 3 = TV/Movies, 4 = Youth Activities, 5 = Flights, 6 = Airline Trips, 7 = Air Shows,
8 = Museums, 9 = Lived Near Airport, 10 = Collection, 11 = Family/Friends’ Influence, 12 = Airport trips
c
EAI = Early Aviation Interests (X1), FFI = Family/Friends’ Influence (X4), HF = Health Factors (X5), FE = Formal Education (X9),
OAE = Other Aviation Experiences (X12), CS = Career Satisfaction (Y). d A = Age (X2), G = Gender (X3), S = Years of School (X8),
C = Pilot Certificate (X10), P = Years in Current Position (X11). eLacks response on one question.

P
3
10
7
6
9
11
10
10
6
9
5
10
6
4
6
8
7
6
7
6
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Table A2 (continued)
Raw Data
Early Aviation Interestsb
Key Attributes and Attitudesc
General Informationd
IDa
1
2
3
4
5
6
7
8
9
10 11 12 EAI FFI HF FE
OAE CS
A
G
S
C
21
6
4
5
1
2
3
10
18
2
9
10
70
54
0
15
0
22
6
8
2
9
10
48
32
0
18
0
e
23
5
6
3
4
2
1
12
13
4
7
8
61
55
0
15
0
24
4
5
2
3
2
61
53
0
18
0
25
5
1
4
2
3
6
11
7
2
13
9
66
54
0
15
0
26
6
5
4
3
1
2
15
18
2
13
10
62
64
0
0
27
9
15
2
11
2
56
47
0
17
0
28
6
5
4
3
1
2
7
20
2
11
2
62
52
0
17
0
29
1
4
2
3
5
6
7
11
2
12
6
51
43
0
15
0
30
1
2
3
6
5
4
12
5
2
12
10
61
40
1
0
31
7
13
2
14
2
57
46
0
17
0
32
3
10
2
7
4
70
40
0
17
0
33
4
5
6
3
1
2
11
19
2
9
2
69
43
0
15
0
34
3
10
2
5
2
60
45
0
15
0
35
1
2
4
6
5
3
6
14
2
8
2
64
42
0
17
0
36
3
4
6
5
1
2
13
18
2
10
10
69
49
0
17
0
37
4
5
3
1
6
2
8
11
10
7
3
65
56
0
15
0
38
5
15
4
10
2
73
49
0
12
0
39
2
1
3
6
4
5
15
16
2
9
5
71
67
0
15
0
a
b
Note. ID = Response ID. 1 = Models, 2 = Reading, 3 = TV/Movies, 4 = Youth Activities, 5 = Flights, 6 = Airline Trips, 7 = Air Shows,
8 = Museums, 9 = Lived Near Airport, 10 = Collection, 11 = Family/Friends’ Influence, 12 = Airport trips
c
EAI = Early Aviation Interests (X1), FFI = Family/Friends’ Influence (X4), HF = Health Factors (X5), FE = Formal Education (X9),
OAE = Other Aviation Experiences (X12), CS = Career Satisfaction (Y). d A = Age (X2), G = Gender (X3), S = Years of School (X8),
C = Pilot Certificate (X10), P = Years in Current Position (X11). eLacks response on one question.

P
1.5
2
28
1
9.5
8
6.5
1
6
3
9
0
4
6
2
3
5
8
22
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16
17

15

14

11
12
13

10

9

6
7
8

4
5

No.a
1
2
3

Question
When I was young, I wanted to be a professional (civil or military) pilot.
When I was young, I wanted to have a career in aviation.
My interest in aviation was a factor that led me to a career in airport
management.
A member of my family (or close-friend) had an aviation-related career.
A member of my family (or close friend) encouraged me to pursue an
aviation-related career.
My parents agreed with my career goals.
I often discussed my career plans with my parents.
The influence of a family member was a factor that led me to a career in
aviation management.
My general health prevented me from pursuing an aviation-related
career different from airport management.
My eyesight prevented me from pursuing an aviation-related career
different from airport management.
My formal education prepared me for a career in aviation.
My formal education prepared me for a career in airport management.
My formal education experience was a factor that led me to a career in
airport management.
I had one or more aviation-related (non-airport) jobs before taking an
airport management position.
My prior aviation manager was a factor that led me to a career in airport
management.
As an airport manager, I enjoy my work environment.
My immediate supervisor has reasonable expectations regarding my
performance.

Table A3
KAAS Questions in Percentages

10.3 %
17.9 %
7.7 %
10.3 %
2.6 %
2.6 %
0.0 %
2.6 %

84.6 %
23.1 %
17.9 %
12.8 %
51.3 %
46.2 %
0.0 %
0.0 %

5.1 %
12.8 %
15.4 %

41.0 %
30.8 %
48.7 %

10.3 %

20.5 %
10.3 %

46.2 %
46.2 %

87.2 %

Disagree
28.2 %
33.3 %
23.1 %

Strongly
Disagree
30.8 %
33.3 %
23.1 %

2.6 %
17.9 %

5.1 %

12.8 %

28.2 %
25.6 %
17.9 %

2.6 %

0.0 %

30.8 %
30.8 %
15.4 %

12.8 %
15.4 %

Neutral
15.4 %
15.4 %
15.4 %

41.0 %
43.6 %

15.4 %

5.1 %

23.1 %
35.9 %
41.0 %

0.0 %

0.0 %

20.5 %
17.9 %
17.9 %

12.8 %
23.1 %

Agree
17.9 %
12.8 %
25.6 %

56.4 %
35.9 %

30.8 %

28.2 %

7.7 %
12.8 %
17.9 %

2.6 %

2.6 %

2.6 %
7.7 %
2.6 %

7.7 %
5.1 %

Strongly
Agree
7.7 %
5.1 %
12.8 %

39
39

39

39

39
39
39

39

39

39
39
39

39
39

n
39
39
39
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No.a
18

Strongly
Question
Disagree Disagree Neutral
I enjoy the range of duties and activities that I experience day-to-day as
0.0 %
0.0 %
0.0 %
an airport manager.
19
I would choose airport management if I had to make the decision again.
0.0 %
2.6 %
30.8 %
20
I am developing new skills as an airport manager that will be useful in
0.0 %
0.0 %
5.1 %
furthering my career.
21
As an airport manager, my work does not encroach on my personal time.
10.3 %
38.5 %
15.4 %
22
My compensation is on par with my peers in similar positions in airport
7.7 %
28.2 %
33.3 %
management.
23
My airport management career has exceeded my original expectations.
0.0 %
5.1 %
48.7 %
24
My schedule as an airport manager leaves me sufficient time for my
0.0 %
28.2 %
33.3 %
personal life.
25
I am compensated fairly for my responsibilities as an airport manager.
17.9 %
41.0 %
28.2 %
26
I am confident that my airport management career will provide me with
0.0 %
0.0 %
46.2 %
financial security in the future.
27
Overall, I am satisfied with my airport management career.
0.0 %
0.0 %
17.9 %
28
I would recommend airport management to a young person considering
0.0 %
5.1 %
7.7 %
a career in aviation.
29
I am confident that my airport management career will provide me with
0.0 %
0.0 %
30.8 %
future advancement opportunities.
30
My work as an airport manager allows me to use my talents, skills and
0.0 %
0.0 %
2.6 %
abilities.
31
My immediate supervisor understands the demands of my position.
0.0 %
7.7 %
12.8 %
32
I expect to be in airport management until I retire.
5.1 %
5.1 %
43.6 %
Note. aNumber refer to question number on the questionnaire. bOne respondent did not answer this question.

Table A3 (continued)
KAAS Questions in Percentages

28.2 %
25.6 %
17.9 %
41.0 %
33.3 %
15.4 %

51.3 %
56.4 %
46.2 %
30.8 %

10.3 %
2.6 %

35.9 %
35.9 %

53.8 %
61.5 %

2.6 %
0.0 %

33.3 %
30.8 %

0.0 %
0.0 %

28.2 %
46.2 %

38.5 %
48.7 %

12.8 %
53.8 %

Strongly
Agree
64.1 %

Agree
35.9 %

39
38b

39

38b

39
39

38b
39

39
39

39
39

39
39

n
39

Appendix B
Figures

Figure B1. Power analysis conducted by the software G*Power.
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Early Aviation Interests
(Perception)

X1
3 Likert-scale items
X2
Age
X3

Demographic Factors

Gender
X4
Family/Friends' Influence
(Perception)

X5

Independent
Variables

Health Factors (Perception)

5 Likert-scale items

2 Likert-scale items

X6
Undergraduate Degree
X7
Graduate Degree
Formal Education
X8
Years of School
X9
Formal Education (Perception)

3 Likert-scale items

X10
Pilot certificate
X11
Other Aviation Experiences

Dependent
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X13
Airport Size

Years in Airport Manager
Position
X12
Other Aviation Experiences
(Perception)

y
Career Satisfaction in Airport
Management (Perception)

17 Likert-scale items

Figure B2. Variables measured on the research instrument.
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2 Likert-scale items

Figure B3. Output from multiple regression analysis in JMP Pro. Weighted effects
coding used for airport size to compare large, national, and regional airports to
weighted grand mean of all four airports.
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Figure B4. Output from multiple regression analysis in JMP Pro. Weighted effects
coding used for airport size to compare large, national, and local airports to weighted
grand mean of all four airports.
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Appendix C
Research Questionnaire

Attributes and Attitudes of Airport Managers
A. Early Interests in Aviation
Please rank six (6) of the following activities from most important (1) to least
important (6) relative to their influence on developing your interest in aviation as a
young person.
___ Built balsa wood and/or plastic model airplanes
___ Reading books and magazines about airplanes and flying
___ Watched TV and movies about flying (Top Gun, etc.)
___ Participated in aviation-oriented youth activities (model aircraft building, etc.)
___ Experienced one or more flights in a small airplane
___ Experienced one or more airline trips while I was young
___ Attended one or more air shows
___ Visited aviation museums and aircraft displays as a kid
___ Lived near an airport or near an approach path
___ Collected aviation-related items (photos, toys, miniature models, etc.)
___ Influenced by family or friends
___ Trips to airports
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B. Attributes & Attitudes Survey
Please rate the given statements by circling 1, 2, 3, 4, or 5 as follows:
1-Strongly Disagree
2-Disagree 3-Neutral
4-Agree 5-Strongly Agree
1. When I was young, I wanted to be a professional (civil or
military) pilot.

1 2 3 4 5

2. When I was young, I wanted to have a career in aviation.

1 2 3 4 5

3. My interest in aviation was a factor that led me to a career
in airport management.

1 2 3 4 5

4. A member of my family (or close-friend) had an aviationrelated career.

1 2 3 4 5

5. A member of my family (or close friend) encouraged me to
pursue an aviation-related career.

1 2 3 4 5

6. My parents agreed with my career goals.

1 2 3 4 5

7. I often discussed my career plans with my parents.

1 2 3 4 5

8. The influence of a family member was a factor that led me
to a career in aviation management.

1 2 3 4 5

9. My general health prevented me from pursuing an aviationrelated career different from airport management.

1 2 3 4 5

10. My eyesight prevented me from pursuing an aviationrelated career different from airport management.

1 2 3 4 5

11. My formal education prepared me for a career in aviation.

1 2 3 4 5

12. My formal education prepared me for a career in airport
management.

1 2 3 4 5

13. My formal education experience was a factor that led me to
a career in airport management.

1 2 3 4 5

14. I had one or more aviation-related (non-airport) jobs before
taking an airport management position. (For example flight
instructor, air traffic controller, cabin crew etc.)

1 2 3 4 5

15. My prior aviation manager was a factor that led me to a
career in airport management.

1 2 3 4 5

16. As an airport manager, I enjoy my work environment.

1 2 3 4 5
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17. My immediate supervisor has reasonable expectations
regarding my performance.

1 2 3 4 5

18. I enjoy the range of duties and activities that I experience
day-to-day as an airport manager.

1 2 3 4 5

19. I would choose airport management if I had to make the
decision again.

1 2 3 4 5

20. I am developing new skills as an airport manager that will
be useful in furthering my career.

1 2 3 4 5

21. As an airport manager, my work does not encroach on my
personal time.

1 2 3 4 5

22. My compensation is on par with my peers in similar
positions in airport management.

1 2 3 4 5

23. My airport management career has exceeded my original
expectations.

1 2 3 4 5

24. My schedule as an airport manager leaves me sufficient
time for my personal life.

1 2 3 4 5

25. I am compensated fairly for my responsibilities as an
airport manager.

1 2 3 4 5

26. I am confident that my airport management career will
provide me with financial security in the future.

1 2 3 4 5

27. Overall, I am satisfied with my airport management career.

1 2 3 4 5

28. I would recommend airport management to a young person
considering a career in aviation.

1 2 3 4 5

29. I am confident that my airport management career will
provide me with future advancement opportunities.

1 2 3 4 5

30. My work as an airport manager allows me to use my
talents, skills and abilities.

1 2 3 4 5

31. My immediate supervisor understands the demands of my
position.

1 2 3 4 5

32. I expect to be in airport management until I retire.

1 2 3 4 5
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C. General Information
1. Gender
□ Male

□ Female

2. Age: _____
3. Total years of school completed (including high school and college): _____
(High school = 12 years, Bachelor’s degree = 15 years, Master’s degree = 17 years)

4. Formal Education
□ Bachelor’s degree (aviation)

□

Master’s degree (aviation)

□ Bachelor’s degree (business)

□

Master’s degree (business)

□ Bachelor’s degree (engineering)

□

Master’s degree (engineering)

□ Bachelor’s degree (other)

□

Master’s degree (other)

□ Other (please specify):_______________________________________
5. Highest Pilot Certificate Held
□ None
□ Light Aircraft Pilot Licence (LAPL)
□ Private Pilot Licence (PPL)
□ Commercial Pilot (CPL)
□ Air Transport Pilot Licence (ATPL)
□ Other (please specify):__________________________________
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6. Which positions have you held in airport management? (Check all that apply)
□

None

□

Commercial Manager

□

Finance Manager

□

Planning and Development Manager

□

Human Resource Manager

□

Security Manager

□

Operations Manager

□

Other (please specify):____________

7. Airport size:
□ Large Airport (Avinor classification + Oslo Airport)
□ National Airport (Avinor classification + Sandefjord and Moss Airport)
□ Regional Airport (Avinor classification)
□ Local Airport (Avinor classification + Skien, Stord, Ørlandet and
Notodden Airport)
8. Years in current position: _______
9. At what point did you formally decide to pursue airport management as a
career?
□

Before High School

□ After college / During first job

□

During High School

□ During Another Career Path

□

After High School / Before College

□ Other (please specify):

□

During College

_________________________
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Appendix D
IRB Application
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Appendix E
Email Text

Dear Airport Manager,
I am a student pursuing my master’s degree in airport development and
management at Florida Institute of Technology in the United States. For my thesis
research I will be examining how factors such as (1) early aviation interests, (2)
health, (3) demographics, (4) formal education, and (5) other aviation experiences
relate to career satisfaction among airport managers in Norway. Through this study,
I hope to get an understanding of what attributes and attitudes airport managers in
Norway have in common, and how satisfied they are with airport management as a
career choice.
To access the survey, simply click on the following link
http://questionpro.com/t/AKgtXZQbn5. If it does not work to click on the link
directly, please copy and paste the link into your browser. Responding should take
less than 10 minutes of your time, but it will be critical to the success of the study.
My advisors and I will be the only people with access to the data gathered and I do
guarantee that your responses will be kept confidential. If you want a copy of the
study emailed to you in June 2014 you may give me your email at the end of the
survey. Please note that your email will not be connected to your responses.
I am requesting that you reply to this survey within 3 days so I can start working on
the data analysis.
If you have any questions about the survey, please call me at +1 321 355 0923 or
email me at eholdo2012@my.fit.edu.
Your participation is highly appreciated. Many thanks in advance.
Regards,
Eirik Holdø
Master of Science in Aviation – Airport Development and Management 2014
Florida Institute of Technology
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Appendix F
Informed Consent Form

Eirik Holdø, a graduate student at Florida institute of Technology in the United
States, is conducting this study.
The purpose of the study is to determine the relationship among specific career
development attributes of contemporary airport managers in Norway with respect
to airport managers’ level of career satisfaction. You were chosen as a participant
in this study because of your job as an airport manager at a Norwegian airport.
Your participation in this survey is voluntary, and you may exit the survey at any
time. Your responses will only be collected when you click the Submit-button at
the end of the survey.
You are not required to give your name or email to participate. Your responses will
be kept confidential and accessible by my advisors and me only. You may, at the
end of the survey, choose to enter your email to receive a copy of the final results in
June 2014. However, your email will under no circumstances be connected to your
responses.
Your contribution to this study is important because no similar study has been
conducted in Norway before. Your responses will be used to identify the attitudes
and attributes that are shared among the airport managers in Norway, and to
determine how they relate to career satisfaction.
This survey should take no more than 10 minutes to complete.
If you have any questions, feel free to give me a call at +1 321 355 0923 or email
me at eholdo2012@my.fit.edu.
Electronic consent:
By clicking on the Agree-button below you indicate that you
-

have read the information above
voluntarily agree to participate
are above the age of 18

If you do not want to participate in this study, please select “Disagree”.
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Glossary
Avinor:

A limited company, wholly owned by the state of Norway. The
ownership is administered by the Ministry of Transport and
Communications. Avinor is responsible for planning, developing and
operating the Norwegian airport network in addition to provide air
navigation services for the Norwegian airspace (Avinor, 2014).

FAA:

The Federal Aviation Administration. An agency of the United States
Department of Transportation with authority to regulate and oversee all
aspects of civil aviation in the United States, including providing air
navigation services for the United States airspace (FAA, 2013).

KAAS:

The Key Attribute and Attitudes Survey. A questionnaire developed by
Byers (2004) to collect data on participant’s early aviation interests,
health factors, psychological factors, demographic factors, formal
education, other aviation experiences, and career satisfaction.
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